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Abstract 
Through an appreciative leadership lens, the purpose of this case study research was to 
utilize appreciative inquiry as a methodology to analyze the professional relationships developed 
and sustained among school administrators and teachers. Additionally, the study sought to 
understand the associated impacts of healthy administrator-teacher relationships on the school 
system.  This research took place at an alternative high school in a western Canadian city 
characterized by successful leadership based upon positive relationships between the 
administrator and the teachers in addition to a positive school culture.  The data was collected 
through narrative free-write, paired interview, focus group, and one-on-one interviews with three 
teachers and one administrator. The research was guided by the questions: 1) How do teachers 
and administrators understand the development of symbiotic relationships between 
administrators and teachers?  2) How do interactions with administrators have personal impacts 
on teacher bystanders? 3) How do teachers and administrators understand the impact of 
emotional competence on relationship development?  Adding to the current literature, the 
findings of the research indicate that relationships develop through the supportive practices of 
the administrator and strong relationships have a positive impact on school culture.  Teachers 
need to be emotionally and professionally supported to develop a positive relationship with the 
administrator.  Teachers feel valued when their opinion is solicited, feedback is given and 
appreciation is shown. The findings also indicate that emotional competence, which assists 
individuals in becoming more aware of their emotions and acting accordingly, builds 
relationships.  When administrators and teachers have positive relationships, the school culture is 
fruitful.  
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Chapter 1:  Introduction 
The school system is organized through policy, structure and hierarchy. Within the 
structure of the organization there are many different types of relationships that inform and 
construct how organizations are organized.  Most significantly, at the heart of this business lie 
the students who are impacted by relationships.  Although what seems obvious to many is that 
student learning and well-being are the primary focus of the school system, the business side to 
schools often neglects the socio-emotional well-being of students and staff.  Policies are set in 
place by divisional leaders to establish black and white decision-making.  Yet, there are 
scenarios that sometimes fall into a grey area.  For example, all teachers are subject to equal 
treatment.  A teacher characterized by a strong work ethic and one who volunteers extra-
curricular time coaching sports teams and leading drama productions is treated the same as the 
teacher who is characterized by tardiness and leaving the building the moment the end of school 
day bell rings.  Policy forces leaders to omit emotion from their work relationships.  Special case 
scenarios and circumstances no longer exist.  When a leader chooses to bend policy at the 
sacrifice of a relationship, the leader has chosen to break a rule and could place themselves in 
turmoil with their employer, the school division.  The administrative side of the school neglects 
to address the human side to the relationships that reside within the walls of the school and the 
impacts these relationships have.  Poor relationships break down organizations.  Without 
relationships, team members are unable to effectively communicate for the growth of the 
organization.  Personal agendas surface rather than the best interests for the greater good for the 
people inside of the organization.  In the reverse, strong relationships lead to prosperity (Avci, 
2016; Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2006; Leithwood & Beatty, 2007; 
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Lofgren & Karlsson, 2016; White, 2014).  When team members are able to communicate with 
one another and plan and dream for the future of the organization, growth occurs.   
Educators spend a tremendous amount of contact time with their students throughout the 
school day making them a primary factor to the quality of education the students receive 
(Leithwood & Beatty, 2007).  Within the school building, at the top of the simple hierarchy are 
school administrators, followed by teachers, followed by students – all three members of this 
hierarchy have relationships.  Students learn by watching important adults in their lives model 
strong relationships.  Due to the idea that relationships among administrators and teachers impact 
students’ education, it is important for administrators as leaders to build positive relationships 
with their teachers. Successful leadership in educational settings is impacted by administrator-
teacher relationships (Avci, 2016; Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2006; 
Leithwood & Beatty, 2007; Lofgren & Karlsson, 2016; White, 2014).  The purpose of this case 
study research was to utilize appreciative inquiry as a methodology to analyze the relationships 
developed and sustained among school administrators and teachers along with the associated 
impacts from an appreciative leadership lens, with the intention of revealing the power of 
positive relationships on education.   
Research Questions 
 The purpose of the research was to develop an understanding of positive administrator-
teacher relationship development and the impacts of the relationships on those who are impacted 
by the quality of those relationships.  To provide focus to the research, this research was guided 
by the following questions: 
1.  How do teachers and administrators understand the development of symbiotic 
relationships between administrators and teachers? 
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2.  How do interactions with administrators have personal impacts on teacher bystanders? 
3.  How do teachers and administrators understand the impact of emotional competence 
on relationship development? 
Importance of the Study 
The topic of this research is relevant to all teachers and educational leaders regardless of 
their roles whether as student services team members, administrators, learning coaches, or 
superintendents.  Made evident in the literature, it is already known that relationship 
development is impacted by emotional competency along with acknowledgement and 
authenticity (Esquith, 2014; Hoerr, 2013; Lambersky, 2016; Lasley, 2005; Leithwood & Beatty, 
2007; Lofgren & Karlsson, 2016; Wang, Wilhite, & Martino, 2015; White, 2014).  Further, once 
relationships are developed, there are impacts to the school climate and community (Avci, 2016; 
Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2006; Leithwood & Beatty, 2007; 
Lofgren & Karlsson, 2016; White, 2014).  A correlation exists between relationship development 
and emotional competency.  Brinia, Zimianiti, and Panagiotopoulos (2014) identify emotional 
competency as a required skill of successful school leaders yet, limited knowledge and research 
exists regarding the emotional competence of administrators and the impacts on leadership.  The 
research (Collie, Shapka, Perry, & Martin, 2015; Fiorilli, Albanese, Gabola, & Pepe, 2017; 
Garner, Bender, & Fedor, 2018; Humphries, Williams, & May, 2018; Korthagen & Evelein, 
2016; Lofgren & Karlsson, 2016) provides insight into emotional competency however the 
completed studies focus on teachers or teacher candidates as the populations of their studies.  
Research regarding emotional competency and school leadership is lacking.  This study helps fill 
the gap in the research by providing insight into the emotional competency of teachers and 
administrators from the perspective of both roles.  
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This study also develops an understanding of the impacts that the relationships between 
administrators and teachers have on other teachers who are observing from the periphery of 
significant encounters.  How does the relationship between the principal and the grade 8 teacher 
impact the grade 7 teacher across the hallway?  Current research identifies that relationships 
between teachers and administrators impact the school climate (Avci, 2016; Esquith, 2014; 
Korthagen & Evelein, 2016; Lambersky, 2016; Leithwood & Beatty, 2007; Lofgren & Karlsson, 
2016; White, 2014).  Impacts of the school climate identified by the current research include 
teacher motivation and morale.  The bulk of the literature that addresses relationships between 
administrators and teachers is studied through transformational and transactional lenses (Avci, 
2016; Leithwood & Beatty, 2007).  In the school setting, transformational leaders act in unity 
and solidarity with teachers, raising one another up to achieve a common goal (Avci, 2016; 
Leithwood & Beatty, 2007).  In contrast to transformational school leaders, transactional school 
leaders follow a more traditional style where “there is a mutual exchange between leader and the 
followers, and a rewarding principle is executed” (Avci, 2016, p. 1009).  Sample populations of 
the current research include teacher candidates working in schools during 14-week practicum 
placements (Korthagen & Evelein, 2016).  The topic of administrator-teacher relationship 
development has been studied through transformational and transactional leadership lenses rather 
than through an appreciative leadership lens.  Through an appreciative leadership lens, an 
understanding of how administrator-teacher relationships have impacts on surrounding teachers 
was developed.   
Due to the concept that education is a social endeavour infused with emotion and built 
upon relationships with students, colleagues, leaders, parents, and community members, 
relationships and educational leadership is an important area of study (Fiorilli, Alabanese, 
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Gabola & Pepe, 2017; Lambersky, 2016; Leithwood & Beatty, 2007; Lofrgren & Karlsson, 
2016).  In addition to relationships being essential to organizational growth, relationships are 
necessary for successful appreciative leadership.  Strong relationships must be developed so that 
individuals are comfortable to engage and willing to risk showing their vulnerabilities.  Through 
willingness to accept failure and show vulnerability, growth occurs (Brown, 2016).  This study 
develops an understanding of relationships between administrators and teachers from different 
perspectives and different types of relationships.   
Researcher’s Background 
For as long as I can remember, I have been a leader.  As a youth, throughout my middle 
and high school careers I was actively involved in student council, held lead roles in school 
drama productions and volunteered on the executive for the local 4-H club.  Upon completion of 
high school, I continued with developing as a leader in the role of head 4-H leader, running the 
local club.  After I felt it was time to move on, I further developed as a leader in a different 
setting becoming an assistant coach at the local boxing club.  Brought to my attention by the 
school teachers, Sunday school teachers, and 4-H leaders during the formative years of my life, I 
have always served as a leader in some capacity.   
I started my teaching career as a seventh grade classroom teacher.  Nearing the end of my 
seven years in this role, the school administrators brought to my attention my ability to develop 
relationships with unique, sometimes challenging, students.  I was surprised when the 
administrators praised this ability as I assumed that all teachers developed similar relationships 
with the students they taught.  Having had recently completed my post baccalaureate diploma in 
education, when I communicated to the school administrators that I was interested in a change of 
curriculum and age group in the future, they proposed that I fulfill the position of resource 
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teacher at our school.  The administrators felt my ability to connect with students by building 
authentic relationships matched what they were looking for in this leadership role.  Having 
nearly finished my fifth year in the role of resource teacher, the administrators continue to 
positively acknowledge my ability to build relationships not only with the students but with the 
community and supports attached to the students I now work with.  The recognition 
communicated by my administrators increased my self-confidence and intrigued me to further 
explore appreciative leadership theory.  Together, leadership and building positive relationships 
have consistently been present in my life.   
Professionally, this research premise has a personal interest as I grow in my role as a 
resource teacher and frequently observe the leadership styles of the administrators I work with 
and the impacts their style has on my colleagues in addition to myself.  At the time of beginning 
this research, I was working with three administrators at my school.  These three administrators 
had varying degrees of experience and vastly different leadership styles.  All three styles worked 
in some capacity, however the full-time vice-principal appeared to be the most successful as a 
leader overall regarding leading with being mindful of teachers’ emotions.  At the time of the 
proposal for this study, due to my role as a resource teacher and a part of the student services 
team, I had the strongest relationship with the full-time vice-principal who led student services.  
When I had fallen ill or was faced with challenging personal circumstances, the emotional 
support was consistently available.  This vice-principal saw success among many teaching teams.  
He had shown emotional support to his staff by accepting invitations to staff extra-curricular 
events.  Personally, when I competed in amateur boxing, the full-time vice-principal’s attendance 
demonstrated his value of emotional support.  I felt we shared a mutual respect for one another, 
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meeting my socio-emotional needs and impacting the confidence I had in performing the tasks 
required of a resource teacher.   
In contrast to the full-time vice-principal, the part-time vice-principal had seen some 
success as a school leader however, previously having been a teacher within the building for over 
a decade had presented some challenges in her role.  Due to the prior positive and negative 
relationships she had established with colleagues from when she was a teacher, this vice-
principal had been challenged to lead without allowing personal bias in addition to her own 
emotions to impact decision-making.  In the reverse, this vice-principal was also challenged by 
her previous positive and negative relationships from the teachers who formerly worked with her 
as a colleague.  As a former math teacher, this administrator exceled in areas regarding data 
collection, analytics and inquiry-based learning.  From a student services perspective, she lacked 
an understanding of the purpose of the team and had chosen poor language when communicating 
to the team affecting the team’s emotional well-being.  The principal was known to strictly 
follow divisional policy. His time was spent behind office doors and was often unknown by the 
students.  The principal did not interact with the staff on a personal basis.  He represented the 
school as a business and the teachers merely as employees.  As I have observed the different 
styles, I questioned what strategies the full-time vice-principal consistently used consciously and 
subconsciously to see success as a leader.  Overall, the full-time vice-principal appeared to have 
the strongest relationships among a variety of staff.    Altogether, these observations of 
relationships prompted my curiosity in the power of positive relationships and the impacts they 
have on the school system.   
After taking Administrative Leadership in Educational Institutions with Dr. Jackie Kirk at 
Brandon University during the Winter term of 2017, I began to question my personal leadership 
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practices as a resource teacher.  I reflected on the strategies I observed from all three 
administrators in my building and consciously utilized their successes and learned from their 
failures in my own practice and the relationships I have developed from working with 
educational assistants (EA).  I was curious how the relationships I fostered with educational 
assistants impacted the students.  Without providing explicit instruction, how could I lead and 
shape the EAs work with students into what my students needed?  Further, I found myself 
frequently reflecting on the administrator to teacher relationships I observed daily in my 
building.  Through my observations, morale varied among the teaching teams in our school.  
Based upon my observations, I generalized staff morale dependent upon the frequency of 
interactions among the different administrators.  Teachers with higher morale worked closer with 
one specific administrator compared to those with lower morale.  The relationships between the 
administrators and teachers in our building impacted our school culture.  How did the 
relationships among my three administrators impact the students?  How did the relationships 
among the three administrators affect the students?  I began to realize the impacts administrative 
leadership has on the socio-emotional well-being of educators and questioned how this impacted 
the school environment. 
This research encompasses the ponderings and questions I have been intrigued by 
through observation in my own school to allow me to explore and analyze the same ponderings 
and questions in another school setting.  I explored and tackled this research with the goal to 
provide depth and understanding for all stakeholders of the school system.  My purpose was to 
analyze the relationships among school administrators and educators from an appreciative 
leadership lens to reveal the power of positive relationships on education.   
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Context for the Case 
 For this research, I sought a school characterized by positive leadership as determined by 
the superintendent of the school division.  Within the prospective school, I anticipated the 
presence of pre-established strong positive relationships between administrators and teachers was 
prevalent. When I walked into the school, I envisioned seeing the administrator in the hallway 
engaging with staff and students in positive conversations.  As an outsider entering the school, I 
looked for an educational setting that welcomed new faces into the building and subjects who 
were excited to participate and learn from research.  Participation in this study was open to 
teachers, vice-principals and principals.  To hear the perspectives of teachers from different 
roles, teachers of diverse teaching backgrounds were welcomed.  These teachers could range 
from being classroom teachers, guidance counsellors, vocational teachers to physical education 
teachers.  I saw value in hearing the voices of a diverse group.   
Anticipated Limitations 
 I anticipated that there would be limitations to the chosen research and data collection 
methods of this study.  The data for the case study research was primarily collected qualitatively 
through audio-recorded in-person paired interview, focus group, and one-on-one interviews.  
Anticipated limitations to using interview as a data collection method was the presence of myself 
and/or audio recording equipment in the room possibly placing pressure on the participants 
thereby impacting the responses given.  Similarly, utilization of focus groups in the case study 
may have made some individuals feel too embarrassed to share their ideas (Bogdan & Knopp 
Biklen, 2007).  I anticipated the use of a paired interview and focus group would provide the 
opportunity for the conversation between the participant and the interviewer to veer off topic 
(Bogdan & Knopp Biklen, 2007).  Anticipated limitations of utilizing focus group as a data 
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collection method included managing individuals who talk too much and stimulate conversation 
thus decreasing the quality of data collected (Bogdan & Knopp Biklen, 2007).  Through the case 
study data collection process of interview and focus group, the findings will be difficult to 
replicate with other subjects in addition to being difficult to generalize across the field as the 
qualitative case study is intrinsically bound (Bogdan & Knopp Biklen, 2007; Merriam & Tisdell, 
2016). The data collected from the paired interview, focus group and one-on-one interview may 
be limited by my skills and personality.  In addition, the site for the research was limited by the 
power relations embedded within the recruitment process.  Knowing the site of the study was 
recommended by the assistant superintendent could have impacted the responses provided by the 
participants.   
Delimitations 
 Substitute teachers were not invited to be a part of this study and other staff including 
educational assistants, custodians, lunch monitors, and cafeteria staff were also not be a part of 
this study as the focus of the study was to develop an understanding of administrator-teacher 
relationships and the associated emotional impacts.  To maintain the integrity of the research, the 
school to be studied was outside of the Sunrise School Division where I am currently employed 
as a resource teacher.  I sought a school to be studied with having a range of one to three 
administrators to increase the number of schools invited to participate in the study.  All school 
administrators were invited to be included in the study.  I sought a sample size of four to eight 
teachers.  Due to the presence of power in a hierarchical system, I planned for administrator 
participation in this study to be done so separate from all teacher participation. 
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Definitions 
Appreciative inquiry (AI).  AI is a strength-based methodology utilized by moving through the 
4-D cycle: discovery, dream, design, destiny to positively transform and grow individuals in 
addition to staff teams by looking at what is and what is to come in anticipation of the future 
(Cooperrider & Whitney, 2005; Walker & Carr-Stewart, 2004). 
Appreciative leadership. Appreciative leadership theory is based on the five principles of 
constructionism, simultaneity, poetic, anticipatory and positive with the main objective of giving 
life to living systems by building upon what is currently working and seeking more through an 
appreciative mindset (Blacke, Burrello, & Mann, 2017; Bushe, 2012; Bushe, 2005; Carr-Stewart 
& Walker, 2003; Cooperrider & Whitney, 2005; Dogett & Lewis, 2013; Walker & Carr-Stewart, 
2004). 
Emotional competence. Emotional competence is an individual’s ability to regulate the intensity 
of the emotions he or she feels along with recognizing emotions in others and responding 
appropriately (Fiorilli et al., 2017; Lasley, 2006; Leithwood & Beatty, 2007).   
Relationship. For the purposes of this proposal, relationship is defined as the professional bond 
between colleagues or administrators and teachers. 
Transformational leadership. Working alongside fellow team members, transformational 
leaders act in unity and solidarity with teachers, raising one another up to achieve a common 
goal (Avci, 2016; Leithwood & Beatty, 2007).  
Transactional leadership. Transactional leadership adheres to the traditional hierarchy 
established between the administrator and teacher utilizing rewards and punishments to motivate 
teachers (Avci, 2016).  
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Outline for the Remainder of the Thesis 
The next chapter in this study is a literature review of the current findings regarding the 
topic of positive relationship development in the school system and its impacts.  The literature 
review will include a theoretical framework and conceptual framework outlining the theoretical 
underpinnings of appreciative leadership and how the theory fits with the topic of positive 
relationships.  The third chapter will review the plan for the methodology of appreciative inquiry 
used to collect data during the case study followed by an analysis in chapter four of the research 
after it was conducted.  The final chapter of the study will summarize the case study in its 
entirety.  In the final chapter, the research questions will be answered by the findings from the 
study along with the implications for teachers today in addition to the implications for further 
research.   
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Chapter 2:  Literature Review 
Through an appreciative leadership lens, this literature review explores administrator-
teacher relationships focusing on the significance of positive relationships and their impacts, the 
role of emotional competence and the importance of administrator acknowledgement and 
authenticity.  These areas are explored further in the following sections followed by a theoretical 
framework on appreciative leadership and the conceptual framework for this research.   
Administrator-Teacher Relationships 
Education is a social endeavor infused with emotion and built upon relationships with 
students, colleagues, leaders, parents and community members (Fiorilli, Alabanese, Gabola & 
Pepe, 2017; Lambersky, 2016; Leithwood & Beatty, 2007; Lofrgren & Karlsson, 2016).  
Historically, humans are social beings.  “For hunting, six hands were better than two.  Facing 
enemies, there was strength in numbers” (Myers, 2000, p. 62).  Human beings rely on one 
another for support.  People fear being alone, strive for belonging, and are happier when they are 
surrounded by a variety of types of relationships (Myers, 2000).  Relationships are formed 
through community building efforts.  Adults gravitate to relationships which are rewarding, 
straying from relationships which are less rewarding (Luong, Charles & Fingerman, 2011).  In 
addition to the idea that there is strength in numbers there is a need to develop a sense of 
belonging giving human beings a desire to want to develop positive relationships.   
Due to the numerous relationships a school leader has, relationships and educational 
leadership are an important area of study.  To drive change, strong leaders must have positive 
relationships with the members of their organization.  Three significant components to consider 
in the development of administrator-teacher relationships emerged from the literature – 
emotional competence, positive relationships make a difference, and acknowledgement and 
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authenticity. In the following sections, I have described these components as they were found in 
the literature. 
Emotional Competence 
Emotional competence plays an integral role in relationship development.  Based on the 
work of Howard Gardner during the 1980s, the concept of emotional competence (referred to by 
Gardner as emotional intelligence) encompasses the required skills to recognize the emotions of 
others and self in perceiving a situation and eliciting an appropriate reaction (Brinia, Zimianiti & 
Panagiotopoulos, 2014; Fiorilli, et al., 2017; Leithwood & Beatty, 2007).  Unique to the 
individual, emotional competence is developed over a lifetime based upon personal experience 
(Collie, Shapka, Perry & Martin; 2015).  Individual experience develops a perception of reality 
and builds the individual’s emotional competence.  Individuals with similar values and 
experiences may or may not have a similar emotional competency.  Emotional competence plays 
a role in the development of positive administrator-teacher relationships.  Regardless of chosen 
leadership style, healthy relationships are fostered through awareness of one’s own and others’ 
emotional competency (Lambersky, 2016; Lasley, 2005; Leithwood & Beatty, 2007; Lofgren & 
Karlsson, 2016; Wang, Wilhite, & Martino, 2015). Administrators have a role in impacting 
teacher emotions and therefore help to build healthy relationships when they demonstrate strong 
emotional competency.   
Further to Gardner’s theory of emotional intelligence and similar to the concept of an IQ 
score, Daniel Goleman identified five areas of assessing individual emotional intelligence:  self-
awareness, self-regulation, motivation, empathy and social skills to determine a person’s 
emotional quotient (EQ) score (Akers & Porter, 2018; Brinia et al., 2014).  IQ and EQ are 
independent variables.  Regardless of how academically strong a person may be, without strong 
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emotional competency a leader will struggle to successfully interact with others (Akers & Porter, 
2018; Brinia et al., 2014; Lasley, 2006). To develop relationships with the members of their 
organization, leaders require strong emotional competency.   
 While emotional intelligence assigns an EQ score to an individual, emotional competency 
is the individual’s ability to put emotional intelligence into practice in social situations (Fiorilli et 
al., 2017; Vaida & Opre, 2014).  To drive success in the school as an educational leader, 
emotional competence is needed to read the emotions of self and other.  Having self-emotional 
competence is to be aware of what oneself is feeling, to possess the ability to regulate emotion 
(regardless of whether it is positive or negative) and in return respond appropriately.  Emotional 
competence of self is important as it helps leaders remain emotionally stable.  Emotional stability 
helps leaders in moving forward as they prepare for the betterment of their schools (Leithwood 
& Beatty, 2007).   Together, emotional competence and emotional intelligence provide stability 
and lead to successful leadership.    
In addition to self-awareness of emotion to drive success in the school as an educational 
leader, emotional competency is required to read the emotions of the other whether as teams of 
people or as individuals (Brinia et al., 2014; Lasley, 2006).  As indicated by Leithwood and 
Beatty (2007), the motivation for teachers to behave in a certain way is driven by their emotions, 
which is strongly related to the leadership style and behaviour of the school administrator.  
Demonstrated from the research (Collie et al., 2015; Garner, Bender & Fedor, 2018; Humphries, 
Williams & May, 2018) teacher emotions impact the quality of the classroom climate.  
Administrators have a role in impacting teacher emotions and therefore, for the greater good of 
the students and the school, need to be emotionally competent to be successful leaders.  If the 
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principal is conscious of other’s emotions, this awareness will positively impact teachers’ 
emotions, yielding benefits to the student.  
Internationally, current studies underline the importance of an awareness of emotional 
competence and emotional intelligence regarding stakeholders of the school setting and a need to 
further study topics relating to emotional well-being (Brinia et al., 2014; Collie et al., 2015, 
Fiorilli, et al., 2017; Garner et al., 2018; Humphries et al., 2018).  At this time, the topic is so 
predominant that Collie et al. (2015) and Humphries et al. (2018) even identify the need to teach 
social emotional learning curriculums to students.  Social-emotional well-being is at the forefront 
of many social contexts.  Teachers need to take care of their individual needs so that they are 
best prepared to serve our students.  Due to the structure of the school system, administrators and 
teachers work together closely.  However, specific research regarding emotional competence and 
the emotional intelligence of administrators and their impacts on leadership in the school system 
is limited.  One study conducted by Brinia et al. (2014) identifies possession of emotional 
intelligence as an integral attribute of school principals.  From their research, Brinia et al. (2014) 
conclude that 87.2% of principals and teachers agree that principals possess emotional 
intelligence on an interpersonal skill level while 80.4% agree that principals possess emotional 
intelligence on an intrapersonal skill level.  This research demonstrates emotional intelligence as 
a skill required of school administrators.   
Other studies relating to emotional competence and emotional intelligence primarily 
focused on teachers and/or teacher candidates (Collie et al., 2015; Fiorilli et al., 2017; Garner et 
al., 2018; Humphries et al., 2018; Korthagen & Evelein, 2016; Lofgren & Karlsson, 2016).  
Although these studies utilize only teachers or teacher candidates in their research populations, 
some results are transferrable to this study.  For instance, positive relationships surfaced as a 
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common theme from the research on emotional competence and the school system.  It is evident 
that relationships and emotional competence are strongly connected.  The study of Fiorilli et al. 
(2017) communicates the importance of relationships through the finding of a positive 
correlation between teacher emotional exhaustion and depersonalization.  Studies communicate 
that teacher burn-out occurs when administrators lack the emotional competence skills required 
to understand their teachers.  When teachers burn out, the quality of education decreases and 
teacher turn over increases – both negatively impacting the school.  As a part of the foundation to 
building relationships, I sought to further explore emotional competence from the perspective of 
teachers and administrators to come to an understanding of how emotional competence impacts 
relationship development and how each person views emotional competency differently from 
their reality. 
Positive Relationships Make a Difference 
Once relationships have been established through emotional competence, impacts occur 
through the daily interactions of administrators and teachers.  Positive relationships impact 
teacher’s willingness to give more to the school community and the perceptions of their socio-
emotional needs.  This section identifies current literature regarding relationships within the 
school system and their motivational impacts on the individual, the impacts of relationships on 
the school community, and the socio-emotional impacts of relationships on individuals along 
with current limitations.  
In the education field, administrators strive to foster positive relationships with their 
teaching staff to lead their teachers to their full potential.  Due to the fact that teachers are the 
cornerstones of the school spending the most direct time with students, it is important for 
principals to develop positive relationships with teachers. Research shows the relationships 
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fostered between administrators and teachers impact the climate of the school (Avci, 2016; 
Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2006; Leithwood & Beatty, 2007; 
Lofgren & Karlsson, 2016; White, 2014). The impacts of a positive administrator-teacher 
relationship can include, but are not limited to, increasing the length of the workday, taking on 
extra-curricular supervision/coaching, and willingness to support school initiatives.  As noted by 
Leithwood and Beatty (2007), a teacher who has a strong relationship with administration and 
feels appreciated, will participate in school initiatives affecting their colleagues and the students 
of the school.  These teachers work beyond contractual hours to engage students in learning 
making it evident that positive administrator-teacher relationships motivate the teacher 
establishing positive outcomes for the school climate and organization rather than the teacher’s 
individual socio-emotional needs.   
Socio-emotional needs are impacted through the connection emotions and relationships 
have with each other.  Emotions that arise out of relationships impact the quality of teachers’ 
work either positively when teachers’ needs are met or negatively when teachers’ needs are left 
unmet (Korthagen & Evelein, 2016; Lambersky, 2006; Lofgren & Karlsson, 2016).  Although 
Lofgren and Karlsson’s study (2016) involving three teachers in Sweden focuses on the impacts 
of teacher collegial relations, their findings provide evidence that relationships are a factor that 
affect teachers’ quality of work and a lack of collegiality threatens job motivation.  The research 
(Avci, 2016; Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2006; Leithwood & Beatty, 
2007; Lofgren & Karlsson, 2016; White, 2014) implies a positive relationship between 
administrator and teacher, meeting the needs of the teacher, yields positive impacts on the school 
climate and vice versa with negative relationships where needs are left unmet. Lofgren and 
Karlsson (2016) looked at the collegial relationships developed among teachers and determined 
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that these relationships are developed from emotional competence creating norms and 
influencing values. Teachers with different norms and values have a tendency to shape conflict 
in the school whereas teachers with similar competencies build relationships, team, and work 
well together.  These findings indicate emotional competency and relationships are related to one 
another.  Emotional competencies help develop relationships and relationships meet socio-
emotional needs.  Whether relationships meet or neglect socio-emotional needs, there are 
impacts. 
In addition to socio-emotional impacts, studies (Fiorilli et al., 2017; Korthagen & 
Evelein, 2016; Leithwood & Beatty, 2007; Lofgren & Karlsson, 2016) also indicate relationships 
have educational impacts.  It is evident that there is a connection between teachers’ basic need 
fulfillment (autonomy, competence, relatedness) and teaching behaviour.  Teachers who are 
disconnected from their colleagues or who have negative relationships with one another, become 
unmotivated (Fiorilli et al., 2017; Korthagen & Evelein, 2016; Lofgren & Karlsson, 2016). When 
teachers feel good, the students benefit (Esquith, 2014; Lambersky, 2016).  Lofgren and 
Karlsson (2016) and Korthagen and Evelein (2016) found that feelings of connectedness met 
teachers’ needs and increased quality of education.  In addition, Lofgren and Karlsson (2016) 
and Korthagen and Evelein (2016) concluded that teachers with positive relationships with their 
colleagues and student teachers that felt connected to their students had their need for relatedness 
met and experienced positive student teaching experiences.  Unlike Lofgren and Karlsson’s 
(2016) study that looks at teacher-teacher relationships and Korthagen and Evelein’s (2016) 
study based on student teacher-student relationships, Leithwood and Beatty’s (2007) research 
identifies the impact of positive administrator-teacher relationships on education.   Utilizing a 
transformational leadership lens, research conducted by Leithwood and Beatty (2007) in North 
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America, the United Kingdom, Australia, and New Zealand, summarizes teachers’ emotions in 
the areas of morale, stress, self-efficacy, organizational commitment and motivation.  From their 
study, Leithwood and Beatty (2007) conclude that positive administrator-teacher relationships 
build positivity in these emotional areas.  Although these studies utilize different types of 
relationships, all three conclude that positive educational relationships have positive impacts on 
socio-emotional well-being, teacher motivation and quality of education. 
The current research findings regarding the effects of administrator-teacher relationships 
have limitations in data collection along with gaps in the research.  Avci (2016) and Leithwood 
and Beatty (2007) view their research through transactional and transformational leadership 
lenses.  The populations sampled in Avci’s (2016) and Korthagen and Evelein’s (2016) research 
impacts the validity of their findings.  Avci’s (2016) population sample consisted of 28.8% 
female teachers and 71.2% male teachers in Istanbul.  To maintain the integrity of the research 
results, a balanced sample of teachers should have been chosen to participate.  Korthagen and 
Evelein (2016) focus their study primarily on a population of student teachers over a 14-week 
practicum placement.  The strength of the relationships developed in this study would have been 
weaker than those built over a longer time period.  Together, the demographics of the population 
samples studied and the lens through which the research was interpreted limit the results 
regarding administrator-teacher relationships and their impacts.   
Although the research identifies a connection between teacher’s needs being met and 
teaching behaviour, the research neglects to include the teachers who have neither a positive or 
negative relationship with administration in addition to the impacts teachers in isolation have on 
education.  The research indicates positive relationships yield positive results and the opposite 
for negative relationships.  Is it possible for a teacher to have a positive relationship with an 
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administrator that yields negative impacts for the school environment, and vice versa?  Despite 
being neglected from the current research, both situations described will have impacts on the 
school environment.  Although these studies are not all focused on educational administrators, 
the findings collectively identify that relationships have significant impacts on emotional well-
being in addition to the quality of teachers’ work.  Understanding the need for further study, this 
study explored the impacts of all types of administrator interactions on teacher bystanders by 
hearing the perspectives and experiences of teachers with varying degrees of relationships with 
administrators.  All types of administrator-teacher relationships have impacts on teachers 
identifying a need to study all types of relationships.  As stated in the literature, the impacts on 
teachers have affects on the students.  Education is about students.  From this study, an 
understanding of administrator-teacher relationships and their impacts provides insight and 
yields benefits to the students.   
Acknowledgement and Authenticity 
The current research identifies acknowledgement as another common theme to help build 
healthy relationships between educational leaders and educators (Esquith, 2014; Hoerr, 2013, 
Lambersky, 2016; Lofgren & Karlsson, 2016; White, 2014). Once the relationship between 
teacher and administrator has been established, teachers require acknowledgement and 
authenticity from administrators to maintain and continue to strengthen the relationship.  As 
indicated by Leithwood and Beatty (2007),  
School leaders contribute to the positive valence of teacher emotions by complimenting 
teachers’ good work, requesting their advice on important matters, and ensuring that they 
publicly make others inside and outside the school aware of teachers’ contributions to the 
success of the school.  These are honorific rewards that can produce feelings of enjoyment, 
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satisfaction, and happiness when they are interpreted by teachers as evidence of 
appreciation and respect for their work (p. 85).  
Teachers need to feel genuinely appreciated for their work through verbal or written 
acknowledgement (not necessarily through gifts). Authentic conversations, emails or notes, can 
help fill this void and strengthen the relationship between administrator and teacher.   
Fulfillment and recognition by administration motivates teachers (Korthagen & Evelein, 
2016).  In a study conducted by Lambersky (2016), research results indicate that half of the 
teachers in the study felt unacknowledged and unknown by their principals.  When teachers feel 
appreciated, they are more willing to give far beyond the minimum for the greater good of the 
organization.  White (2014) indicates when teachers feel appreciated and recognized, “positive 
results follow, including lower staff turnover and improved student achievement” (p. 30).  
Teaching staff, with invested energy into their school, have a desire to contribute to 
improvements. When teachers feel appreciated for their work by their administrators, there are 
positive effects for the school environment (Leithwood & Beatty, 2007; White, 2014).  Through 
positive administrator-teacher relationships, the school benefits in service of organizational 
goals.   
Beyond acknowledging the teacher’s work ethic, administrators can show 
acknowledgement through respecting the socio-emotional needs of teachers.  There are highs and 
lows of stress levels and energy requirements throughout the school year.  Administrators should 
acknowledge when teachers are burnt out (Lambersky, 2016).  For example, during reporting 
periods to acknowledge the efforts of teachers, an administrator could choose to end a staff 
meeting earlier to show appreciation for teachers’ efforts and recognize the teacher’s need to rest 
and re-charge.  Acknowledgement revitalizes educators and when feelings of appreciation are 
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met, teachers are more willing to step up to the plate in the future (Lambersky, 2016).  In 
addition to strengthening individual relationships through acknowledgement, acknowledging 
staff needs also builds comradery and unity among the team (Wang & Wilhite, 2016).  If the 
needs of the team are met, the team becomes stronger.  Respecting teachers’ socio-emotional 
well-being through acknowledgement shows appreciation and helps build and strengthen 
relationships.   
Although acknowledgement is significant to relationship development, there is a balance 
between genuine acknowledgement of emotions and “going into a kind of emotionally 
disengaged autopilot” (Leithwood & Beatty, 2007, p. 138); pretending to care. How do 
administrators prevent themselves from becoming emotionally numb?  To develop and maintain 
healthy administrator-teacher relationships, practice needs to be authentic because teachers who 
feel genuinely acknowledged and appreciated, develop strong and authentic relationships with 
administrators.  Aligning with concepts from appreciative leadership, authentic 
acknowledgement and appreciation as a common theme is evident throughout the literature. 
Theoretical Framework:  Appreciative Leadership 
Emerging during the mid 1980s to the early 1990s, while participating in an internship at 
the Cleveland Clinic Foundation as part of the doctoral program in organizational behaviour at 
Case Western Reserve University in Cleveland, Ohio, David Cooperrider developed appreciative 
leadership theory (Bushe, 2012).  In his internship, Cooperrider studied the politics of large 
organizations through data collection of problems and issues.  In contrast to Cooperrider’s data, 
his mentor, Suresch Srivastva encouraged Cooperrider to focus on the positive vitality of the 
organization (Bushe, 2012).  Taking Srivastva’s suggestion into consideration, Cooperrider’s 
focus shifted to positive change through collaborative strength-based planning methodically 
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using appreciative inquiry leading to the development of appreciative leadership. Appreciative 
inquiry is the transformation of systems beyond the negativity.  Every organization has a positive 
core composed of strengths, best practices, successes and key learnings (Bushe, 2005; Doggett & 
Lewis, 2013; Kelm, 2011).   With theoretical underpinnings rooted in positive psychology, 
constructionism, and relational leadership, the aim of appreciative leadership is to give life to 
living systems by building upon what currently is working and seeking more through an 
appreciative mindset (Blacke, Burrello & Mann, 2017; Bushe, 2012; Bushe, 2005; Carr-Stewart 
& Walker, 2003; Cooperrider & Whitney, 2015; Doggett & Lewis, 2013; Eacott, 2018; Walker 
& Carr-Stewart, 2004).  
In 1997, Cooperrider introduced the 4-D model of appreciative inquiry: discovery, dream, 
design, and destiny.  Through the use of appreciative inquiry, appreciative leadership looks to the 
collective organization to dream of what is to come in anticipation of the future using this model 
as discussed further in chapter three (Walker & Carr-Stewart, 2004).  When collectively utilizing 
the 4-D model to progress the organization further, relationships are important.  Appreciative 
leadership, uses a generative process to brainstorm collectively, therefore the leader and the 
members of the organization must have established positive relationships to allow themselves to 
show their vulnerabilities and contribute during the process.  These relationships are built on 
common values and norms along with trust and respect for one another (Black et al., 2017).  
Through appreciative inquiry, stories are shared among members of the organization narrowing 
down common themes.  Having all members participate in the process establishes accountability 
and builds individual and organizational capacity working towards purpose driven goals.  The 
appreciative leader engages the entire team co-creating and building meaning for the 
organization.  
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The fundamental philosophy of appreciative leadership is grounded by the following five 
key principles: the constructionist principle, the principle of simultaneity, the poetic principle, 
the anticipatory principle and the positive principle (Cooperrider & Whitney, 2005; Doggett & 
Lewis, 2013).  Important to all five principles is the concept of emotional competence.  
Emotional competence plays a significant role in the ability of the leader to connect with each 
individual throughout the principles.  With an understanding of the power of individual emotion 
in interpreting situations, validation to emotions is required for teachers and leaders to 
understand each other (Leithwood & Beatty, 2017).  Descriptions of the five principles, along 
with criticisms to appreciative leadership are described further in the following sections. 
Constructionist Principle 
The constructionist principle draws upon theoretical underpinnings of social 
constructionist theory.  A learning theory influenced from combining the theoretical work of 
Berger, Luckman, Marx, Durkheim, Mead, Harre, Billing and Vygotsky, among others, stating 
that meaning and knowledge are socially created (Galbin, 2014).  “Social constructionism 
focuses on an individual’s learning that takes place because of their interactions in a group” 
(Galbin, 2014, p. 83).  Similar to concepts of social constructionism, the constructionist principle 
of appreciative leadership builds perception of reality from exposure to relational processes in 
addition to inquiry (Carr-Stewart & Walker, 2003; Cooperrider & Whitney, 2005; Galbin, 2014; 
Stavros & Torres, 2018).  Utilizing appreciative leadership, the constructionist principle helps 
develop an understanding of how relationships are developed between administrators and 
teachers. When teachers and administrators interact with one another a relationship becomes 
constructed.  Over time, the relationship strengthens and grows.  For the development of a 
symbiotic relationship, both individuals must be present and have a voice.  The language utilized 
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throughout the interaction is a significant component as the manipulation of language and the 
questions asked construct a sense of reality (Cooperrider & Whitney, 2005). The concepts of 
social constructionism applied to the constructionist principle of appreciative leadership provide 
an understanding of how the relationship between administrators and teachers begins to develop 
and continues to grow through interaction and use of language.   
Principle of Simultaneity 
Simultaneity is the relation of two events happening at the same time (Norton, 2015).  
Building upon the significance of language through the constructionist principle, the principle of 
simultaneity utilizes questioning to guide inquiry and create change.  According to the 
simultaneity principle, “inquiry and change are not separate moments, but are simultaneous” 
(Cooperrider & Whitney, 2015, p. 50).  Change occurs the moment a question is asked. With 
change happening instantaneously, the types of questions articulated have significant impacts on 
the stories shared and the realities constructed.  In regards to building strong relationships, the 
principle of simultaneity is exemplified when individuals inquire among one another to aid in 
understanding.  If one individual seeks to learn more about the other, questions are asked and the 
relationship grows.  Through inquiry, the individuals build an understanding of one another. Due 
to associated impacts, the questions asked must be thoughtful as questions direct the 
conversation and create change.  Change cannot be reversed and an understanding can only be 
further developed.  Through the simultaneity principle inquiry strengthens the understanding of 
individuals building deeper relationships.   
Poetic Principle 
The poetic principle is strongly focused on the concept of choice.  In learning and 
inquiry, each individual has the power of choosing what is researched through direction provided 
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from the past, present and future as sources of learning, inspiration and interpretation 
(Cooperrider & Whitney, 2015).  The poetic principle identifies how individuals make sense of 
the world based upon the stories told and the stories heard.  Similar to the meaning of a poem 
being interpreted by the reader, what is said and heard in relationships is also based upon 
interpretation.  Regarding relationship development, knowing that individuals have choice in 
which relationships are developed and having the knowledge of choosing to repair damaged 
relationships is applicable to the poetic principle.  Relationships have boundaries defined by the 
poetic principle.  Depending upon the nature of the relationship, the behaviour of each individual 
will respond accordingly.  For example, the appropriateness of a teacher contacting an 
administrator via text message during or outside of the school day is poetically determined by the 
boundaries of the relationship. As the relationship develops, the boundaries are redefined. The 
poetic principle provides an understanding for choice in the type of relationship established and 
how the relationship functions. 
Anticipatory Principle 
The anticipatory principle is what individuals see in the dream and is founded on the 
concept introduced by Aristotle that “a vivid imagination compels the whole body to obey it” 
(Cooperrider & Whitney, 2015, p. 53).  Transferrable to appreciative leadership, the image of the 
dream guides the organization into the future (Cooperrider & Whitney, 2015).  Carr-Stewart and 
Walker (2003) exemplified this principle when they asked over 160 superintendents to picture 
their school divisions two years into the future.  Using inquiry, the superintendents generated the 
dream for their organizations and moved towards achievement of the dream. Regarding 
relationship development between administrators and teachers, both individuals subconsciously 
anticipate expectations of the relationship as the relationship develops.  The expectations evolve 
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alongside the relationship.  For example, if either individual is temporarily fulfilling a position, 
the anticipated expectations change should the placement become permanent.  Through the 
anticipatory principle when both people see commitment to a shared future it changes the way 
they respond to one another as they moved toward the shared image of the dream.   
Positive Principle 
Finally, the positive principle is the philosophy that positive questions and actions yield 
positive change (Cooperrider & Whitney, 1999; Cooperrider & Whitney, 2005). Using 
affirmative language and questions benefits everybody.  In the school system, positive emotions 
increase morale while motivating teachers to willingly give more (Avci, 2016; Lambersky, 2006; 
Leithwood & Beatty, 2007; White, 2014).  When teachers feel authentically acknowledged and 
valued, they volunteer to take on extra-curricular roles; they are committed to their schools.  As 
indicated by White (2014), “appreciation has the most positive effect on workplace culture when 
both co-workers and supervisors offer it” (p. 33).  Taking the notion of the impacts of 
appreciation into consideration, strong relationships developed and fostered through positivity 
establish growth and success for the individual and the school.  Social bonding builds comradery, 
excites the team and provides individuals with a sense of purpose (Cooperrider & Whitney, 
2005).  Focusing on the affirmative through the positive principle helps establish relationships 
and continues strengthening the symbiotic relationship between administrators and teachers.   
Together these five key principles of appreciative leadership - constructionist, 
simultaneity, poetic, anticipatory and positive, provide an understanding of how and why 
appreciative inquiry works as a successful leadership strategy.   
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Criticisms 
Criticisms to appreciative leadership predominantly point toward dealing with the 
negative.  With such a strong focus on the positives, the negatives appear neglected from the 
theory (Grant & Humphries, 2006).  As cited by Bushe (2012), Johnson acknowledges the 
tension of positive and negative polarities of appreciative leadership.  Johnson encourages 
appreciative leaders to embrace the tension of polarities to bring about change.  The negative can 
evolve into positive through appreciative inquiry.  Negative aspects of the organization are 
acknowledged through appreciative inquiry.  Appreciative inquiry brings out negative and 
generative processes will develop an answer of how to turn the negative into a positive in the 
best interest of the whole.  Although the focus is on the positive, the negative is embraced in 
appreciative leadership to help move the organization where it needs to be in the dream.  A 
further criticism to AI is an omission of consideration of the social inequities organically present 
in the organization.  Influences such as social, cultural, political and economic issues contribute 
towards multiple representations of reality and interpretation (Grant & Humphries, 2006).  
Despite the criticisms associated with AI, together, the 4-D model, the five key principles, and 
the polarity of positive and negative comprise the foundation of appreciative leadership theory.   
Conceptual Framework 
Table 1 outlines the conceptual framework of appreciative leadership and promoting 
good relationships based upon the five principles described previously.  Included in Table 1 is a 
brief description of each principle along with advantages and disadvantages to the principles 
regarding the development of relationships between teachers and administrators.  It should be 
noted that each of the five principles has the potential to be present during any stage of the 
relationship; they do not exist in a sequential order and may overlap in occurrence. 
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Table 1 
Promoting Good Relationships through Appreciative Leadership 
Principle Definition Advantages Disadvantages 
Constructionist Words shape 
reality. 
Together, the symbiotic relationship 
is constructed. 
The hierarchy of the school structure 
may limit both individuals from 
feeling comfortable in sharing their 
voice. 
Simultaneity Change occurs 
instantly 
through inquiry. 
Communicating through thoughtful 
questioning helps the individuals 
develop a stronger understanding of 
one another. 
Emotional competence impacts the 
interpretation of the inquiry.  One 
question can instantly damage a 
relationship.  Once change has 
occurred, the understanding cannot 
be unlearned. 
Poetic You have a 
choice in how 
you see things. 
Helps in establishing boundaries. 
Relationships can be re-imagined at 
any time.  Damaged relationships 
can be repaired. 
The subjective nature of 
interpretation guides the relationship. 
Anticipatory What we focus 
on grows. 
Together, the individuals aspire to a 
shared future.  Expectations grow 
and evolve with the relationship. 
The development of the relationship 
requires commitment from both 
individuals. 
Positive Positive attracts 
positive. 
Through authentic, positive 
acknowledgement both individuals 
feel good positively impacting the 
working conditions of those around 
them. 
Individuals who do not want 
attention drawn to them through 
acknowledgement may withdraw 
from the relationship.  Individuals 
may have other commitments 
become unable to give more to the 
relationship.  The principle must be 




Regarding relationship development, the literature shows common themes and a 
connection between emotional competence, the impacts of positive administrator-teacher 
relationships, and the need for acknowledgement and authenticity.  The 4-D process of 
appreciative inquiry, along with the five principles of appreciative leadership align with this 
study.  With focusing on the affirmative to build strong relationships, change can take place and 
the school can grow.  Although the literature offers insight into what is known about the 
development of administrator-teacher relationships, the literature neglects to offer specific 
strategies to utilize when building relationships with teachers who do not buy-in.   
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Gaps in the literature surrounding administrator-teacher relationship development include 
relationships with challenging, difficult people along with the impacts of teachers who practice 
in isolation.  This study sought to hear perspectives from effective leaders who are persistent in 
developing and strengthening all relationships with the teachers they lead.  This study also 
sought hearing the perspectives from practicing teachers working with administrators.  Why do 
some teachers present more challenges than others?  What are the underpinnings to teacher 
behaviour in response to administrators?  Listening to the stories of the administrator and hearing 
what strategies work with engaged and unengaged teachers that they lead and where energies are 
best spent contributes to understanding this gap.   
Further contributions to the gap in the literature will explore how administrators and 
teachers understand relationship development in addition to understanding the need for positive 
professional relationships.  The current literature speaks of relationships and their service to 
achieving organizational goals.  The literature neglects focusing on the benefits to positive 
human relationships and the ethical need for teachers to foster positive relationships in education.  
Do relationships strengthen community and contribute to peaceful environments?  The literature 
identifies emotional competency is important to building and strengthening relationships.  Are 
teachers and administrators aware of emotional competency and its significance?  If similar 
competencies build relationships, what are the experiences that have shaped teachers and 
administrator emotional competency?  The research also identifies authenticity and 
acknowledgement as components to relationship development.  Looking at the affirmative, this 
research sought an understanding of best practices regarding acknowledgement as experienced 
by teachers and given from administrators.  Having heard perspectives from the administrator 
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and teacher regarding relationship development provides insight into their individual experiences 
in differing roles; how the realities formed varied from different positions.  
 Education should be focused on the best interests of students and student learning.  Due 
to the fact that students are missing from the administrator-teacher relationship equation, the 
impacts that trickle down to the students are seldom considered.  Strong administrator-teacher 
relationships bring positive outcomes to students and for education overall.  Without strong 
relationships, schools cannot progress therefore all stakeholders of the school system need to be 
able to work together for the betterment of the organization.  For the best interest of student 
learning, in addition to the current literature, this study develops an understanding of how 
successful schools grow, using an appreciative leadership lens, based upon the relationships 
developed between administrators and teachers. 
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Chapter 3: Methodology 
The purpose of the research was to understand and describe the positive relationships 
developed and sustained among school administrators and teachers from an appreciative 
leadership lens, revealing the power of positive relationships on education.  This chapter 
addresses the following elements of the research: research design, definition of the case, data 
collection, triangulation, ethics, and data analysis.  To help develop an understanding of positive 
relationships, this research was guided by the following questions: 
1.  How do teachers and administrators understand the development of symbiotic 
relationships between administrators and teachers? 
2.  How do interactions with administrators have personal impacts on teacher bystanders? 
3.  How do teachers and administrators understand the impact of emotional competence 
on relationship development? 
Research Design 
The research followed a qualitative case study research design filtered through an 
appreciative inquiry (AI) theoretical research perspective.  Although qualitative and quantitative 
data both explore the relationship between ideas, qualitative research was chosen for the research 
due to the idea that qualitative research focuses on human beings and language providing insight 
into the thoughts, motivations, and experiences of individuals (Remler & Van Ryzin, 2015).  In 
contrast to qualitative research, quantitative research uses instruments to measure numerical data 
analyzed through statistics.  Unlike quantitative research, qualitative research allows for 
intersubjectivity providing the researcher with the opportunity to see the world as it appears from 
another subject’s point of view (Remler & Van Ryzin, 2015).  As indicated by Remler & Van 
Ryzin (2015), at times qualitative research provides the best way to understand an organization 
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by going straight into the field, observing what is going on and talking to the people involved for 
their perspective of what is happening and why.  With a focus on developing an understanding of 
positive leadership based upon the successes of the relationships developed in one school rather 
than predicting what is happening and what will happen in the future, qualitative research was 
chosen for the research.  
I utilized a case study as a qualitative research method.   Aligning with Merriam and 
Tisdell’s (2016) description of case study, the research sought to develop an understanding of a 
bounded system.  Following characteristics of Merriam’s description of case study methodology, 
the research was a case study as it sought to study the relationships intrinsically bound within 
one particular school.  The case study research follows Merriam as an authority of research 
methods aligning with the Merriam case study concepts characterized as particularistic, 
descriptive and heuristic (Yazan, 2015).  To meet these characteristics, the case study had 
defined boundaries, provided a rich description of the situation and deepened the reader’s 
understanding of the phenomenon under study (Merriam & Tisdell, 2016; Yazan, 2015).   
As a part of the case study, appreciative inquiry (AI) was also chosen as a research tool of 
the research.  AI provided the opportunity to gather research directly from the stories and 
experiences of teachers and administrators regarding positive relationship development.  Hearing 
the varying perspectives and dreams of administrators and teachers regarding relationships 
helped develop an understanding of the different points of views when continuing to strengthen 
these bonds.  AI was chosen as a methodology because of its connections to appreciative 
leadership theory and its underpinnings regarding emotional competence and positive 
relationships; the success of AI depends greatly on these two factors.  Established by David 
Cooperrider, the fundamental aspect of appreciative inquiry seeks to grow the system by looking 
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to what gives life when the system is living its best life and building toward an abundance of the 
life source of the system  (Blacke, Burrello & Mann, 2017; Bushe, 2012; Bushe, 2005; Carr-
Stewart & Walker, 2003; Doggett & Lewis, 2013; Walker & Carr-Stewart, 2004).  This strength-
based concept for growth is more formally known as tracking and fanning.  Appreciative inquiry 
uses tracking and fanning to: a) track – knowing what you want more of and b) fan – finding 
ways to grow the positives.  In addition to tracking and fanning, language and inquiry questions 
are framed using the discovery, dream, and design stages of the 4-D cycle of appreciative inquiry 
(Cooperrider et al., 2008; Doggett & Lewis, 2013).  Throughout the four stages respectively, 
appreciating, envisioning, co-constructing, and sustaining takes place.  The research focused on 
the discovery (see Appendix I), dream (see Appendix J), and design (see Appendix K) stages as 
the sustainability of the plan during the destiny stage was left to the discretion of the 
participating school. 
In addition to the 4-D model, language plays an integral role in appreciative inquiry.  
Srivastva, as cited in Bushe (2012), summarizes the significance of language when he asks, “I 
wonder if what is going on now is a consequence of the questions we are asking?” (p. 9).  In 
appreciative inquiry, language needs to be reframed in an appreciative manner (Bushe, 2012; 
Cooperrider et al., 2008; Walker & Carr-Stewart, 2004).  As indicated by the literature it is 
human nature for organizations such as public schools to focus energy on what is wrong opposed 
to emphasizing what is going well and what is needed (Black et al., 2017; Fullan & Pinchot, 
2018).  Therefore, it is important for language to be reframed from regressive to progressive 
during appreciative inquiry (Black et al., 2017).  Whitney and Trosten-Bloom (2003) categorize 
three types of positive questions: 1. Backward ex. Describe a time when….  2. Inward ex. What 
are the factors that enable…. 3. Forward ex. If you had three wishes…. The questions framed in 
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each category focus on the affirmative.  For example, rather than asking how to reduce student 
drop-out rates, an appreciative inquiry approach reframes the question by asking how to give 
meaning and purpose to school experiences (Black et al., 2017).  The initial question focuses on 
the negative where the latter reframes the language with a positive approach.  Similar to focusing 
on the affirmative in the language used during appreciative inquiry, the data collection methods 
and observations of the research were also conducted with a focus on the affirmative.   
Through case study and appreciative inquiry, interviews and story-telling are additional 
components to the methodology.  The purpose of appreciative inquiry is generative (Carr-
Stewart & Walker, 2003; Doggett & Lewis, 2013; Walker & Carr-Stewart, 2004).  Therefore, 
appreciative inquiry requires participation from all levels of the organization to help in analysis 
of the future of the organization from varying roles and realities (Cooperrider et al., 2008; 
Doggett & Lewis, 2013; Walker & Carr-Stewart, 2004).  In this research administrators and 
teachers participated to generate the realities from their differing roles.  The appreciative 
interviews of the research began with personal storytelling of a positive peak experience (see 
Appendix G) (Black et al., 2017).  Through participating in story-telling of positive experiences, 
perceptions of each individual’s reality were communicated with common themes emerging.  
Participants became aware of their individual capacity in return contributing to an increase in 
organizational capacity (Black et al., 2017).   
The intent of an AI methodology was to support the main premise of AI, which is to 
conduct research with a focus on what is working and valuable to collaboratively foster growth.  
In my research study, in addition to sharing a peak experience, participants were involved in a 
paired interview, focus group discussion and one-on-one interview while keeping in mind the 
underlying principles of appreciative leadership and the associated advantages and disadvantages 
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as outlined in the conceptual framework (see Table 1 on page 40).  Paired interviews helped 
ensure that each interview covered the same topics while avoiding a standardized script (Remler 
& Van Ryzin, 2015).  The paired interviews focused on the discovery stage.  The paired 
interview questions were designed to be open-ended to allow for conversation to flow.  As 
suggested by Merriam, probes were used throughout the paired interviews to contribute to 
collecting descriptive data (Yazan, 2015).  Suggested probes, such as tell me more about that or 
what might that look like, were communicated to the participants to use throughout the interview 
process.  Following the individual paired interviews, focus group discussion took place 
collectively with the teacher participants.  In qualitative research, focus groups are group 
interviews that are structured to generate conversation among participants about a particular 
topic so the researcher can learn about the topic from multiple perspectives (Bogdan & Knopp 
Biklen, 2007; Merriam & Tisdell, 2016).  For the research, a focus group comprised of teachers 
was used to facilitate the dream phase of the 4-D AI cycle.  The one-on-one interview focused on 
the design phase.  I practiced the methodology with a small group prior to conducting the actual 
research. 
Defining the Case 
The following section outlines the parameters for determining the case studied.  First, I 
will identify the characteristics of the case to be studied followed by a description of the 
participants within the case.  Both selection processes will be further described in this section.   
Case to Be Studied 
The research took place at a school characterized by successful leadership based upon 
appreciative leadership and positive relationships.  To determine if appreciative leadership and 
positive relationships characterized the chosen school for the case study, the principles of 
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appreciative leadership theory were present within the school culture in some capacity.  To 
locate a school that met these characteristics, an invitational letter was sent out to 
superintendents within reasonable proximity of myself (see Appendices A & B).  As 
recommended by the assistant-superintendent, the selected school was reputable for fostering 
healthy relationships among administrators and teachers.   
Sampling within the Case 
Convenience sampling was utilized as a type of purposeful sampling to select the 
participants of the study.  Convenience sampling was chosen for the research as participant 
selection was based upon location and availability (Merriam & Tisdell, 2016).  The size of the 
school being studied had one administrator, who was included in this study.  For managerial 
purposes in addition to having a large enough group to participate in the generative process, I 
sought a sample size to include four to eight participants.  To eliminate any risk involving power 
in a relationship, the school administrator was invited to participate in the paired interview with 
myself.  To mitigate the presence of power, the administrator did not participate in the focus 
group.   
I invited the administrator and all teachers of the selected school to join the study.  Four 
participants provided consent before entering the study (see Appendix F).  Prior to our first 
meeting, the administrator and teacher participants were provided with an opportunity to 
describe, in writing, a personal peak time in a teacher-administrator relationship they have 
encountered at their school (see Appendix G).  As part of the discovery stage, Cooperrider, 
Whitney, and Stavros (2008) describe a peak time as an experience where people felt the 
organization was most alive and effective.  The participants reflected upon a time they felt their 
relationship with a school administrator was at its highest.  Participants free wrote for no more 
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than 30 minutes describing their peak experience.  The participants brought their narrative free-
write along with them to our first meeting where they were asked to provide consent (see 
Appendix F) for their ongoing participation in the study.  In total, the selected participants could 
expect a two-and-a-half-hour time commitment.   
Data Collection 
In this section I will explain the methods for data collection.  I met with the participants 
twice in person and once via telephone.  The data was collected through the dream, discovery, 
and design phases of the appreciative inquiry 4-D cycle.  I used the following qualitative 
methods in facilitating AI: paired interview, focus group discussion, and one-on-one interview.  
Paired interviews and focus groups will be explained followed by an explanation of the specific 
documents used for the research.   
At the first session with the research participants, qualitative data from the discovery 
stage of AI was collected through paired interviews.  In appreciative inquiry, the purpose of the 
discovery stage is to determine the strengths and capabilities, the positive core, at present of the 
organization (Cooperrider et al., 2008).  According to Cooperrider et al., (2008) during the 
discovery phase the identification of what gives life along with appreciating the best of what is 
occurs.  At the first session, each participant reviewed his/her peak experience with a partner.  
Partner A shared his/her experience with Partner B, Partner B re-told the story they heard to 
Partner A and vice versa.  After the stories were shared, the pairs participated in the interview.  
Driven by the research questions, the interview questions guided the conversation during the 
discovery stage (see Appendix I) while the partners interviewed one another and recorded each 
other’s responses.  I was present in the same space as the participants during the paired 
interviews however, I did not interject.  The sharing of peak experiences and paired interview 
HEALTHY ADMINISTRATOR-TEACHER RELATIONSHIPS  40    
 
required a 45-minute time commitment.  With the permission of the participants, the interview 
was audio recorded so it could be referenced and transcribed solely by myself for data collection 
purposes post interview. Following the paired interview, I compiled the responses looking for 
common themes along with discrepancies or possible omissions.   
At the second session, the collective findings from the paired interviews were shared with 
the group.  Once the collected data was shared, the research participants took part in a focus 
group discussion to facilitate the dream phase (see Appendix J).  The focus group self-managed 
the process of dreaming ideal futures regarding the research questions over a one-hour time 
period.  The group of teachers took on roles: 
 discussion leader, to help keep the group on task and ensuring that each member’s 
voice was heard   
 recorder, to write down notes from the discussion 
 timekeeper, to make sure the group has completed the task in the allotted time 
frame 
 reporter, to share the group’s ideas with the collective (Cooperrider et al., 2008).   
For each of the themes of the three research questions, the group answered the following 
questions as part of the dream:  What is happening?  How does this happen?  What are the things 
that make this happen?  What makes this dream/vision exciting?   
Upon completion of the focus group activity of the dream phase, I compiled the results 
looking for common themes, discrepancies and omissions, communicating these results to the 
collective group.  Following this review of the focus group, via 20-minute telephone call, the 
participants participated in the final research session, a one on one interview with myself 
focusing on the design phase of the 4-D cycle (Appendix K).  The destiny phase of the 4-D cycle 
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was not included in the research. The destiny stage was unnecessary for data collection.  Using 
the destiny stage would have presented challenges because all stakeholders of the school were 
not participants of the study.  The participants of the school did not commit to implementing 
change within their organization.  Each stage of the data collection focused on generating themes 
for all three of the research questions.  Table 2 outlines the stages of the data collection utilized 
in alignment to appreciative inquiry.  Each stage of the data collection took place approximately 




Trustworthiness and Triangulation 
The research questions guided the collection of the data.  The design of the qualitative 
case study linked the data to the research questions for the purpose of developing a thorough 
understanding.  Trustworthiness of the research was achieved through triangulation.  
Triangulation of qualitative data verified that many sources of data were considered to develop a 
fuller understanding of the research (Bogdan & Knopp Biklen, 2007; Merriam & Tisdell, 2016).   
Data Collection Alignment to Appreciative Inquiry (AI) 
Meeting 
number 
Participants Method Length 
of time 
(minutes) 














45 Discovery Shared stories, questions to prompt 
reflection, affirmative language 
2 Teacher Focus group 60 Dream Questions to prompt discussion, 
affirmative language, group 
generative, co-constructing 
3 All One-on-one 
interview 
20 Design Probing questions to prompt specific 
affirmative detail 
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The matrix presented in Table 3 shows triangulation of data sources used to address each of the 
research questions. 
Table 3 
Data Sources Used to Address the Research Questions 
Research question Paired 
interview 
Focus group One-on-one 
interview 
How do teachers and administrators understand the 
development of symbiotic relationships between 
administrators and teachers? 
x x x 
How do interactions with administrators have 
personal impacts on teacher bystanders? 
x x x 
How do teachers and administrators understand the 
impact of emotional competence on relationship 
development? 
x x x 
 
Ethical Considerations 
Various ethical considerations as identified by Bogdan and Knopp Biklen (2007) were 
taken into consideration to ensure the research was conducted ethically.  The participants 
voluntarily entered the case study research, understanding the purpose of the study and the 
commitment involved, including a two-and-a-half-hour time commitment.  The participants were 
not exposed to any risks of the research that were greater than the anticipated gains.  Each 
participant was required to provide informed consent (see Appendix F).  To prevent bias and 
coercion, the research took place at a school outside of my school division.  The participant’s 
privacy and confidentiality are protected.  Collected data was only shared with myself and the 
advisor.  Data shared beyond the advisor was generalized in communication.  Pseudonyms were 
used to protect the participants.  To prevent any risk associated to a power relationship, the 
school administrator participated in the paired interview exclusively with myself.  The school 
administrator did not participate in the focus group.   
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Data Analysis 
The major focus of this study is the relationship development between administrators and 
teachers.  Once collected, the data was organized, summarized and emerging themes were 
presented to the participants.  I transcribed audio data for analysis.  The collected data is stored 
in a locked filing cabinet where only I am able to access.  Upon completion of each activity, I 
analyzed for emerging ideas and themes.  Once themes were developed, I presented the findings 
and asked the participants if they saw similar themes.  Upon completion of the data collection in 
its entirety, I coded the data, highlighting prevalent themes.  I printed out the transcripts of the 
data, mechanically cutting them apart and grouping together common themes.  Common themes 
were determined by the repetition of certain words, phrases, and participants’ ways of thinking 
that stood out leading to the development of coding categories (Bogdan & Biklen, 2007).  
Beyond coding for common themes, I also looked for areas of disagreement in the data and 
questioned what may have contributed to a disagreement in the findings.  I identified unique 
features of the data, looking for areas that one person said and nobody else did.  My findings of 
the research were compared and contrasted to the findings of the current literature.  Links and 
connections were made through finding themes of the data in addition to the literature.      
Chapter Summary 
Throughout Chapter 3 the methodology of the research was explained.  The purpose of 
the study, along with the research questions, were identified.  An explanation of why qualitative 
research was chosen for the case study was provided including a review of the 4-D process of 
appreciative inquiry.  Case study and appreciative inquiry helped focus the collected data to 
generate responses reflecting administrator-teacher relationship experiences that have had 
positive impacts.  The generation of positive experiences focused the data into themes that 
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helped to answer the research questions.  The boundaries of the case and research participants 
were defined in addition to the method of data collection including a description of paired 
interviews, focus groups, and one-on-one interview which occurred over three data collection 
sessions.  Utilizing these multiple methods of data collection built trustworthiness of the data 
through triangulation.  The ethical considerations and an overview of data analysis were 
provided.  The results of the study will be analyzed in Chapter 4. 
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Chapter 4:  Results 
 “Positivity is infectious.”  “Life is great when you love your job.” “We love connecting.”  
These phrases provide only a snapshot of the optimism in the responses received throughout this 
study on healthy administrator-teacher relationships.  Made transparent throughout the collected 
data, drawing upon their experiences, the participants saw a connection between healthy 
administrator-teacher relationships, surrounding teachers and staff, the students, and the entire 
school environment.  It is evident that, in the opinions of the participants in this study, healthy 
administrator-teacher relationships are the core of a successful school.  This chapter contains the 
results of the qualitative case study and appreciative inquiry methodology conducted to develop 
an understanding of positive administrator-teacher relationship development and the impacts of 
the relationships on those surrounding.   
In the paragraphs to follow, this chapter also includes discussion that the analysis 
conducted was consistent with qualitative case study and appreciative inquiry methodology.  
Additionally, this chapter describes the demographics of the participants in the research group.  
Finally, this chapter will also review and describe in detail the process used to analyze transcripts 
from the one on one interview and paired interview in addition to the collective responses from 
the focus group conducted.   
Demographics 
The research took place at a school characterized by successful leadership based upon 
positive relationships as identified by the assistant superintendent.  The assistant superintendent 
of the school division who connected me to the school site, is responsible for curriculum and 
instruction.  Through our conversations, the assistant superintendent made it very clear that he 
was excited to support graduate studies research in this subject area (so long as the school team 
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was able to commit to taking on a research study).  Early on, I could feel the positive energy 
fostered within the participating school division.  Although I have not met the assistant 
superintendent in person, we spoke over the telephone.  Via informed consent, the assistant 
superintendent recommended three schools to me within the school division that are 
characterized as having healthy administrator-teacher relationships.  I extended the invitation for 
this study to all three of the recommended schools.  However, the school where this study was 
conducted was the only school to accept the invitation.  I judged the time frame as to when this 
study was conducted to have hindered availability of other schools as the school year was 
drawing to a close.   
Set in an urban area, the school where this research took place is home to approximately 
120 students, 8 teachers, and 1 principal.  The school is an alternative learning high school, 
grades 9-12, and characterized by positive relationships and collaboration as outlined in their 
mission statement.  The school environment is set up in a communal sense, or as described by 
one of the participants, as a family.  This communal nature was quickly made evident as I 
noticed the absence of a staffroom and staff washrooms within the structure of the building.  In 
their place was a kitchen lounge area and simply two washrooms labelled as such for anyone and 
everyone to use as needed.  As my familiarity grew, I discovered the label of teacher to be non-
existent within this school.  Rather than teachers, the students are taught and led by advisors.  I 
felt the term advisor helped diminish the impact of a hierarchy between teacher and student.  
Combined, the physical structure of the building and the dynamics of the staff, contributed to the 
communal, family, nature of the school.   
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Data Collection 
The paired interviews, focus group, and one on one interviews served as the sources of 
research data.  Prior to beginning each stage of the data collection, informed consent was 
collected via signature from each of the four participants.  To mitigate the concept of power from 
a hierarchical school system, the principal participated in the paired interview exclusively with 
myself.  The principal did not participate in the focus group session of data collection.  Once 
each session was over, I reviewed the collected data. 
I visited the school on two separate occasions and talked with the participants once via 
telephone over a three-week time frame.  During the first visit, I met individually with the school 
administrator and conducted the paired interview.  Once the interview was completed, I 
facilitated the paired interview process with the teacher participants who participated in the same 
process in pairs.  The paired interviews were audio recorded electronically and transcribed 
manually.  Each transcription was electronically sent to the individual participant via email to 
review and consent to include in the study one week prior to scheduling a second visit to the 
school.  During the second visit to the school, the teacher participants participated in the focus 
group activity.  The final one-on-one interview session was conducted individually with each of 
the participants via telephone. 
When I first entered the school, positive energy could be immediately felt throughout the 
building.  I was welcomed by the administrative assistant when I arrived for the first research 
session.  Being an unfamiliar face in the building, a handful of students and staff, happily greeted 
me as I waited to meet the principal.  Warm greetings from staff and students eased my nerves as 
I prepared for my first encounters with the people in the building and the research participants.  I 
felt welcomed, calming my nerves and making me feel wanted in the building.  Having received 
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a warm welcome upon my arrival, I quickly started to understand what led the assistant 
superintendent to recommend this school as a good fit for this study on healthy relationships.   
Finding a school team that was able to and willing to take on this research project was a 
challenge.  I am uncertain if there is ever a time during the school year which is less busy than 
others however, when I contacted school divisions in the spring time, the impression I received 
was that there was not enough time to commit to a graduate study with the school year wrapping 
up for the year.  I reached out to nearly one dozen school divisions in Manitoba via publicly 
available email to the superintendent (Appendix A).  The school division where this school is 
located was the only school division who agreed to participate.  The superintendent of the 
division passed my invitational email along to the assistant superintendent of curriculum and 
instruction for the division.  The assistant superintendent then contacted me via telephone.  Prior 
to beginning the research and contacting any specific schools, informed consent was received 
from the assistant superintendent of the school division followed by the principal of the 
participating school.  Following this, I emailed teachers of the participating school via publicly 
available email (Appendix C) to invite them to join the study.  I received responses from five 
teachers and one administrator, however only four were available to meet outside of the school 
day.   
Study Participants 
This study was conducted with four participants who were identified through 
convenience sampling.  All four participants were Manitoba certified teachers.  One participant 
was the principal, two were classroom teachers, one was in a guidance counsellor role.  Three 
members of the group were female participants while one participant was male.  The total years 
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of experience in the profession varied.  One participant had more than 10 years of experience.  
Three participants had less than 10 years of experience.  All participants spoke English.   
The first participant I met was the principal, Christine (pseudonym).  Like the other staff 
I met when I arrived at the school, Christine warmly greeted me and invited me into her office.  
Christine introduced herself and explained that she has been the principal of this high school for 
the last six years.  Christine explained her experience to me as she transitioned from being a 
teacher at the school to administrator.  Christine did not intend on moving into school 
administration however, her colleagues encouraged her and as Christine described, “nominated”, 
her for the position.  I judged Christine to be in the mid part of her career.  Christine was dressed 
very professionally, but her personality was kind and bubbly.  The school atmosphere seemed 
very busy, yet Christine dedicated her time to me during the research session.   
The next participant I met was Sheila (pseudonym), a first-year teacher at this alternative 
high school.  Like Christine, Sheila was energetic, warm and welcoming.   Sheila was helpful to 
me navigating the school in addition to answering questions that I had about the uniqueness of 
the building.  Sheila explained her transition from university to becoming one of the teachers at 
the school.  Sheila described Christine’s solid efforts connecting her to the school prior to 
beginning her position at the school.  Christine went so far to include her in out of province 
professional development occurring among all of the staff over the summer to help Sheila as she 
joined the team.  Sheila spoke of the students and staff as a second family, feeling deeply 
connected to the people and the building. 
After meeting Sheila, I met another teacher, Drew (pseudonym), whom I judged to be in 
the early-mid point to his career.  Drew’s only teaching experience has been at this school 
although he did speak about his practicum experiences as a university student and the co-
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operating teachers whom he learned from.  Just as friendly as the other participants, Drew 
introduced himself to me.  Drew presented as quirky and fully embracing of his quirkiness.  
From meeting Drew and analyzing his responses, Drew describes himself as weird, the school as 
weird – all in a positive way.  My understanding of Drew’s use of the term “weird” was that the 
school following an alternative learning model, is clearly different from a traditional setting.  
Being non-traditional works well for the students and staff of the school.  Drew has a strong 
sense of humor, which quickly shone from his boisterous personality.  Although his responses 
throughout the sessions were focused and professional, Drew’s use of expression added character 
whenever he spoke.  Drew used his wit to make relatable statements throughout the research 
sessions. 
The final participant I met was Danielle, (pseudonym).  Although Danielle is an advisor, 
from my understanding, Danielle’s role has some similarities to those of a guidance counsellor 
role in a traditional school.  Danielle has had experience teaching in both traditional and non-
traditional educational settings.  Danielle greeted me with a friendly smile.  She was eager to 
participate in the study and inquisitive about the process.   
I met with Sheila, Drew and Danielle collectively and individually for the three research 
sessions.  Drawing upon ideas of their narrative free-write, at the first session, Sheila and Drew 
interviewed each other through paired interview.  Although Danielle did not participate in Sheila 
and Drew’s paired interviews, she was in the room.  After Sheila and Drew’s paired interviews 
were complete, Drew asked Danielle the questions of the paired interview, drawing upon details 
included in her narrative free-write.  Prior to meeting with the teacher participants, I met 
individually with Christine asking her the same questions of the paired interview.  Christine did 
not participate in the focus group.  At our second session, Sheila, Drew and Danielle participated 
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in the focus group.  During the final session, I interviewed each of the participants individually 
via telephone at a time that best fit their schedule.  During all of the research sessions, the 
participants invested their time and fully engaged in the process. 
After each activity, the collected data was coded manually and reviewed for emerging 
themes.  Early on, key themes regarding relationship development, relationship impacts, and 
emotional competence began to surface.  The data collected from the participants communicated 
common themes such as time, collaboration, experience, and emotional competence as factors 
contributing to relationship development.  The collected data also identified that positive 
relationships contribute to a positive school culture.  Following this method of coding, when 
looking at the data I ensured the qualitative case study and appreciative inquiry methodology 
were embedded throughout the data collection part of the research process.  Throughout the data 
collection process, the participants were reminded to draw upon the positive stories of leadership 
they described in their peak experiences.  Following qualitative case study as a research method, 
the participants remained the same throughout each data collection session.  The original paired 
interview questions, focus group structure, and one-on-one interview questions from which the 
data was collected are provided in Appendices I, J, and K.  The information to support the claims 
to developing themes is detailed within the data that is shared in the following sections.   
Analysis 
The first reading of the paired interviews, focus group, and one-on-one interview 
transcripts involved the search for any words or phrases that indicated evidence of themes.  Line 
by line, response by response, all data was coded manually ad hoc.  I grouped together similar 
phrases and compiled them into one electronic document, sorting the responses into themes: 
personal attributes, team, communication, structure, culture, support, action, cause and effect and 
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emotional competence.  Within the themes, I sorted the responses into groupings of the most 
prevalent and varied responses.  A second reading of the collected data created four themes:  
personal attributes, structure, culture, and environmental impacts.  Sub groupings were made for 
themes forming within the larger umbrella theme.  I broke the theme personal attributes into the 
sub-themes, trust, vulnerability, humility, support, experience and emotional competence.  The 
theme of structure encompasses two sub-themes: outside governing bodies and the school 
administrator.  Culture has two sub-themes, collaboration and communication.  The four themes, 
personal attributes, structure, culture, and environmental impacts, and any associated sub-themes 
are discussed in the paragraphs to follow using quotations from the collected data.   
Personal Attributes 
Depending upon what the individuals in the relationship need from one another, personal 
attributes help develop positive administrator-teacher relationships.  “Emotions are at the centre 
of admin-teacher relationships.  If we have skills it makes it easier to develop the relationship.”  
In the collected data, one participant identified the need for support as symbiotic in the 
relationship.  “Being able to lean on each other, to trust each other with the challenges that we’re 
facing.  To admit when we need help… it is very symbiotic in that way.”  Another participant 
indicated needing an array of experiences to develop empathy as a valuable attribute for an 
individual in the relationship to possess by stating being “able to pull on a lot of that experience 
and a lot of my own challenges and own stressful situations with family and with break-ups, 
challenges with just life and apply them…so that empathy was much stronger to pull from.”  
Although what the participants identified to be needed attributes of the administrator and the 
teacher in the ideal relationship, varied dependent upon the individual, overall six sub-themes 
trust, vulnerability, humility, support, experience and emotional competence, surfaced from 
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personal attributes.  These sub themes, along with their significance to developing the ideal 
administrator-teacher relationship, will be described in the paragraphs to follow.  
Trust 
Throughout the data collection process, trust was identified in two different contexts.  In 
the ideal administrator-teacher relationship, an environment of trust needs to be established 
where individuals feel safe to show emotion.  One participant indicated the need for “Trust.  The 
ability for everybody here to be open with one another and to be ourselves.  We’ve created an 
environment where people are ok if they cry.”  For a positive administrator-teacher relationship 
to develop both individuals need to trust that what they share with one another is in confidence 
and it is free from judgement.  Another participant stated,  
When I think about my best relationships, they are with people who share their most  
honest version of themselves with you. They don’t or try not to hide their weaknesses,  
instead, they ask for help when they need it. Relationships where you are also not being  
judged for who you are or what you are like, but instead are shown empathy are also life  
giving because they make you feel like you belong in a space.   
Also connecting to the theme of vulnerability, in order for people to share their most honest 
versions of themselves with one another, a trusted environment must be previously established.   
A second context of trust indicated the need to trust the ability of the administrator and 
the teacher as a professional.  Administrators need to give teacher’s autonomy.  Teachers need to 
be,  
trusted in the decisions that they make.  [When teachers have trust, they are] more willing  
to take risks and try new things….  [The teacher knows] they have the ability to try those  
things and it’s ok if they do not succeed.  Autonomy occurs in the school when there is  
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trust between the administrator and the teacher.   
Teacher autonomy develops the school when teachers are trusted to take educational risks.  Trust 
must be present in the relationship for the administrator to support the successes and setbacks of 
teacher autonomy leading to positive impacts on the students.  Like the administrator having 
trust in the teacher, the teacher also needs to trust the administrator’s professional ability.  One 
participant shared the need for the teacher to trust the administrator’s ability when they stated, 
“Trust in [the administrator’s] ability to be a good leader and develop positive relationships.” If 
an individual does not believe in a person’s ability, the relationship will be hindered.  As 
indicated through the opinions of the participants, both the administrator and the teacher need to 
trust in each other’s skillsets for a positive relationship to develop between the two. 
Vulnerability 
Once trust and a trusted environment have been established in the ideal administrator-
teacher relationship, as suggested by the participants, the individuals will become comfortable in 
showing their vulnerabilities to one another.  During the data collection process, the group 
members described the need for administrators and teachers to be human and show their 
vulnerabilities to one another.  One member identified vulnerability as “being able to lean on 
each other, to trust each other with the challenges that we’re facing.  To admit when we need 
help…it is very symbiotic in that way.”  Showing vulnerability provides the potential to grow as 
you learn from one another and willingly accept room for learning.  If administrators and 
teachers were unable to show vulnerability, they would struggle to flourish professionally.  It is 
important, as indicated by one participant, “being vulnerable.  Being willing to learn and make 
mistakes.”  Showing vulnerability is being open to reflecting and discussing points of feedback 
for improvement.  The participants identified vulnerability as being “open to learning, criticism, 
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feedback.”  Willingness to learn and accept feedback is critical for both the administrator and the 
teacher.  When a trusted relationship is established, both individuals can learn from one another 
emotionally and professionally.  Overall, vulnerabilities foster authentic relationships. 
Humility 
In addition to vulnerability, the participants felt humility also contributes to authentic 
relationship development.  As indicated by the participants, the “best relationships…are with 
people who share their most honest version of themselves with you. They don’t…hide their 
weaknesses.”  A person who possesses humility owns that they are not an expert in all areas.  In 
the context of this study, the participants felt that it was important for the administrator to know 
there are situations where the teacher knows more than the administrator in a certain situation.  
Regardless of the hierarchy present in the school, the participants felt “no one knows it all.  You 
are always learning.”  There is a need for teachers to work with administrators who are 
continuing to grow and learn and draw upon the expertise of others.  In a trusted relationship, 
administrators and teachers will show each other vulnerability and humility, as they access 
support from one another. 
Support 
In the ideal administrator-teacher relationship, support is symbiotic.  The participants 
identified the teachers supporting the administrator equally to the administrator supporting the 
teachers in the ideal relationship.  “The admin are people too – they need empathy just as much 
as anyone else in the building.  For all of us to be a part of the community we need to support 
one another.”  Support in the ideal relationship presented itself emotionally and professionally.  
Emotionally, individuals need to be “Using the supports that you have rather than freaking out 
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and crying.  Having [the administrator] being supportive of me, made me able to model that for 
my students.  [The administrator] was calming me down so I could calm my student down.” 
One participant stated, “Gone are the days where work is work and life is life.  Our admin 
is intertwined in our personal lives and work lives.  They can be a support system.”  Personally, 
and professionally, through daily check-ins, conversations, celebrations of successes and 
acknowledgement of struggles, administrators and teachers establish a supportive relationship.   
Autonomy. 
Professionally, the participants reiterated the importance of supported autonomy.  One 
participant identified successful autonomy needing “support in terms of chances to do my own 
thing but also support when I have no idea what to do.”  Administrators should draw upon their 
experiences to support teachers in their autonomy.  One participant indicated, the need for the 
administrator to draw upon his or her experiences to “support me and then the things that make 
me want to be a better employee for them is because I want to do right by them.”   
Through autonomy,  
the teacher receives… the ability to feel that they are supported and trusted in the  
decisions that they make….  Try to create an environment where teachers are willing to  
take risks and try new things.  People will try things more radical and thought provoking.  
As indicated through the opinions of the participants, administrators and teachers value 
autonomy and those in both roles identify the need for support once autonomy is established.  
Leading into the next sub-theme of personal attributes, emotional and professional support are 
shaped by experiences.  To be able to support one another, administrators and teachers need to 
reflect on their own experiences.   
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Experience 
In the ideal administrator-teacher relationship, both individuals are better able to offer 
support when they have experience.  Implied from the data collected, the participants felt that the 
best support they could receive was from someone who had walked in their shoes.  One 
participant summarized this concept by stating: 
A person who was above me that had done what I had done or what I am doing.  It’s so  
important because…when I am having those high points in the classroom...[the admin]  
understands where that emotion is coming from….  And in those low points, [the admin]  
knows exactly, or has potentially been through even worse than what I have been  
through.  [The admin] can help aid, give advice and push you forward….Those high  
points develop the relationship of respect…and then I look to [the admin] and think,  
[they] did this job for four or five years, [they] had the things happen to [them] happen  
and [they] pushed through.  I can do that too.   
When an administrator has a variety of experiences, they are able to support and motivate 
the teachers whom they lead by drawing upon those experiences.  They have the respect of 
individuals needing support as they share similar experiences.  Opposite to this, it would be 
challenging to receive support from someone who did not share the experience.  Experience 
provides the individual with a certain level of expertise needed to strengthen the supported 
relationship. 
Along with professional experience derived from having a variety of roles within the 
school system, personal life experiences help to develop emotional competence.  It is important 
to recognize the significance of personal life experiences in addition to professional experiences.  
One teacher participant compared their ability to draw upon experience to emotionally support 
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their students as similar to how ideally, an administrator supports the teachers. The participant 
stated, through “a culmination of all of my experiences both emotional and work related, I was 
able to pull on a lot of that experience and a lot of my own challenges and own stressful 
situations with family and with break-ups, challenges with just life and apply them to those kids 
so that empathy was much stronger to pull from.”  The more experiences an individual 
culminates, the better equipped they are to relate to others in similar situations and offer 
empathy.   Drawing on personal experiences demonstrates a connection to empathy and the 
ability to competently emotionally support others. 
Emotional Competence 
All four of the participants of this study communicated the significance of emotional 
competence being shaped through experiences and the integral role emotional competence plays 
in relationship development.  “Emotions are at the centre of admin-teacher relationships.  If we 
have skills it makes it easier to develop the relationship.”  According to the research participants,  
emotional competence is being aware of your own emotions but also how other people’s  
emotions might affect them.  The factors that compose emotional competence, 
experience….  Having felt those emotions yourself, really helps you process those 
emotions when they come to you and it helps you work with other people while they’re 
going through them.   
Another participant added, “You come in with a lot of stuff – recognizing that each person has 
those things.  Being able to cope with stress.  Being able to be patient and empathetic.  Your own 
experiences shape your emotional competence.” Although the participants felt experiencing the 
same emotions as others was not completely necessary to relationship development, being 
relatable was helpful.   
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The participants also acknowledged that if you had not experienced a similar emotion to 
the other individual, recognizing their emotion and responding appropriately was almost equally 
valuable.   
When you see other people dealing with stuff.  People are going through stuff and you 
see how it affects them or how they are able to compose themselves….  Emotional 
competence isn’t necessarily feeling that emotion or having it.  It’s the actions you take to 
handle your emotions.  
Examples of recognizing and responding to emotion included a social outing to relieve stress 
after a reporting period.  Cancelling a staff meeting when there are other deadlines to be met.  
Being able to read the crowd and reacting appropriately.  As communicated from the data,  
getting to know people really well so that you can tell where they are at in that particular 
moment.  If they had a tough day, they need to laugh and let off some steam.  
Recognizing emotions.  Valuing all of the emotions that people have.  We are emotional 
people by nature and what we do is invested. 
All emotions are valid and one emotion should not be privileged over another.    
A unique perspective from the data was the indication of both people in the relationship 
needing to have similar emotional competence for the relationship to develop.  “One person 
cannot be more conscious of their emotions.  You need balance.  Both people need to have 
similar emotional competence.”  As agreed upon by all participants, in the ideal administrator-
teacher relationship, being able to read and react to emotions is a valuable skill in relationship 
development.  Developed through experiences, emotional competence helps the individual 
navigate appropriate behaviour strengthening the relationship along the way. 
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 Throughout the data collection process, the most common personal attributes to surface 
from the data that are valuable to develop positive administrator-teacher relationships were trust, 
vulnerability, humility, support, experience and emotional competence.  Other attributes that 
reoccurred with less frequency in the data collection included self-awareness, respect, 
consistency, modelling, self-reflection, and resiliency.  Not only are the characteristics of the 
individuals in the relationship important to relationship development.  The structure of the 
building also impacts how administrator-teacher relationships develop.  The following section 
looks at the structure of the school.  Together, characteristics of the individual and characteristics 
of the school organization impact administrator-teacher relationships.   
Structure 
 Further exploration of the data indicated in addition to personal attributes of the 
individual, attributes of the school structure also have impacts on the ideal administrator-teacher 
relationship.  “How the administrator sets the stage for open communication.  Divisional policies 
could affect how teachers might feel comfortable or uncomfortable with an administrator.”  
The collected data from the participants recognized two main components influencing the 
structure of the school; outside governing bodies and the administrator as leader.  The 
participants felt that the set-up of the school, as mandated by the province and the division and 
led by the administrator, needed to allow time for conversations creating an environment where 
all voices are heard.   
The structure of schools is important.  If you are set up where no one has time to see their 
administrator, then the relationship will be different.  In our model, we have one admin to 
eight teachers.  We have staff meetings every week.  We have one on one meetings.  
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There is a culture of communication that is allowed by the structure.  Divisional priorities 
affect relationship development.  
Outside influences from the provincial and divisional levels impacting the school structure 
include staffing, professional development frequency and guidelines, physical space, and 
bureaucracy.  The administrator’s leadership style also impacts the school structure.  One 
participant stated, “Having an open-door policy so that teachers feel that they can come to you 
whenever they need.  They don’t need to schedule an appointment.  Creating an environment 
where people’s voices are heard.  Empower the people in your building.”  Another participant 
identified,  
We don’t always stay within the school for our PDs.  We go to places that connect with 
the goals of the school.  We have experiences together…. We have lunches/potlucks.  
Food brings people together.  It takes away the admin-teacher relationship and makes it 
more of an even playing field.   
Together the group felt in the ideal school setting, filled with positive administrator-teacher 
relationships, “Everyone has a place and is equally valued so work isn’t dreadful, a chore.”  The 
collected data recognizes that the administrator has control over some aspects to the structure of 
the school:  agendas for staff meetings and professional development, teaching teams, effective 
communication methods, and teambuilding.  Participants see value in the administrator’s ability 
in “reading the staff, reading the day.  If people need to laugh and be silly or need to cry, let 
them.  Try not to push a particular agenda.  See what people need and respond so they can do 
their jobs well and help their students best.”  Together, outside influences and the administrator 
impact school structure and facilitation of developing administrator-teacher relationships.  
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Culture 
The structure of the school sets the tone for the school culture.  All of the participants 
agreed that the school culture impacts ideal administrator-teacher relationships.  The 
administrator “makes this place feel like home so we can then make it feel like home with [the 
administrator] for the students.  [The administrator] models that.”  Positive administrator-teacher 
relationships “builds a positive school culture which breeds a great learning environment.”  
Likewise, “when admin-teachers have positive relationships the school culture is fruitful instead 
of toxic.”  The participants described their positive school culture as one with laughter, smiles, 
personal connections, comradery, celebrations of successes, and acknowledgement of struggles; 
a safe space for everyone, encompassing healthy administrator-teacher relationships.  When 
there is a positive culture within the school “adults want to give their best at their jobs and the 
young people in building are given a positive model of what collaboration looks like.”  Within 
the theme of culture, two sub-themes, collaboration and communication, surfaced from the data.  
Through the data, the participants communicated the significance of the impacts of collaboration 
and communication contributing to a positive school culture. 
Collaboration 
A healthy school culture, populated with positive administrator-teacher relationships, is 
one which is collaborative.  Collaboration within the school occurs among a variety of 
combinations of individuals.  “It creates an environment of trust and together with that shared 
collaboration of the goals for the year you create this cohesion and shared vision.  We’re 
working together and not against each other.” From the collected data, at times the term team or 
collaboration was used to describe the entire school teaching team.  Other times, it was used to 
identify teaching teams composed of teachers with similar caseloads.  Team was also used to 
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identify the administrator and the teacher as a team.  From the data, the participants 
communicated the development of a team as a conscious effort.  All teachers within the school 
are collaborative, “we don’t segregate ourselves.  Like it’s not just the grade 9 teachers that talk 
to one another, it’s all of the teachers talking to each other.”  Another participant identified an 
experience with an administrator starting, “the relationship before I was even a part of the 
school.  I think that was a conscience effort to make me feel included and supported was so 
important.” 
Successful teams do not have a hierarchy and are moving toward common goals.  The 
group noted in healthy administrator-teacher relationships, the administrator is “someone who is 
open to learning from us as well….  It’s not just one way.  It’s a give and take, it’s not 
authoritarian.  Working together as a team rather than tiers of people.”  The collected data 
viewed the administrator collaboratively as “a teammate because [the administrator] helps me 
through what I am struggling with at any given moment.”  The participants felt positive impacts 
for students and professional growth resulted from collaboration.  “Working collaboratively with 
other adults to design experiences that are most relevant to the student has shaped my emotional 
competence because it has given me an opportunity to reflect on my roles and responsibilities.”  
However, for successful collaboration to occur, effective communication practices must also be 
present. 
Communication 
To strengthen the cohesiveness of the team, communication was deemed to have an 
integral role.  When dreaming of the ideal administrator-teacher relationship, the participants 
characterized the occurrence of open communication happening so that everyone is aware of 
what is happening and expectations.  “Open communication and dialogue between the two 
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parties so that it is clear what is expected of one another.”  The group identified one on one 
meetings, group meetings and the integration of technology as varied ways of effectively and 
consistently communicating.  Brief emails and notes were also identified as efficient ways to 
communicate appreciation.  “It’s the little things.  It’s day-to-day things.  It’s consistent day-to-
day things.  Saying hey how are things going?  Or sending that email saying hey it’s the end of 
the year, I know it’s stressful, come ask me I can do whatever you need me to do or can do.”  
Communication, especially communication beyond aspects of the profession, demonstrates 
caring.  The participants stated the importance of checking in to see how someone is doing when 
developing the ideal administrator-teacher relationship.  One participant stated,  
I never feel worried talking to [the administrator] about if I am having a bad day mentally 
either personally or professionally.  I also want to share all of my good things with 
[them].  Even about my weekend.  [The administrator] wants to go above and beyond too 
– we’re all friends here.  We’re professional but we have good personal relationships that 
go beyond just that I’m your boss and I’m your employee.   
From the collected data, it was made evident how communication strengthens cohesiveness.  
Importantly, effective communication can outline clear expectations.  Effective communication 
can also demonstrate caring for the well-being of others.  Together, both examples of 
communication lead to collaboration. 
Environmental Impacts 
When healthy administrator-teacher relationships are established, the participants of this 
study perceived these relationships resulted in positive impacts on factors outside of the 
relationship.  Some participants indicated positive impacts for students, “There’s a really strong 
sense of belonging among most students.  It comes from top down.  [The administrator] makes 
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this place feel safe, because we feel safe to be who we are and then the kids feel safe to be who 
they are.”  Other participants noticed when there is a positive school culture, the entire school 
benefits.  “The principal receives a positive school culture.  When you have good relationships 
with your staff, you understand what is going on in your school better.  School culture and 
school success increases.”  Both students and staff who have positive relationships feel a sense of 
belonging and attend the school regularly.  When positive administrator-teacher relationships are 
present teachers are more committed to their jobs and more willing to go above and beyond.  In 
the presence of a positive relationship with the administrator, one participant indicated, “I 
offered to do my best at the job, and more often than not to go above and beyond my job 
description.”  The participants of this study also noted “positivity is infectious.” Another 
participants added,  
Kindness and strong relationships have a domino effect.  If you see other people happy  
and going well it makes you feel capable.  It increases the strength of the relationships 
across the school.  When other people are doing well more people do well.  It models and 
it influences people. 
Overall all of the participants could agree positive administrator-teacher relationships spread a 
positive, warm, culture throughout the school.   
Conclusion 
Using a single case study design, I held a paired interview, I conducted a mini focus 
group and I interviewed the participants individually to inquire into healthy administrator-teacher 
relationships.  At the time of the study, all of the participants were employed at the same school 
set in an urban area.  Convenience sampling with four Manitoba certified teachers fulfilling 
varied roles was used.  Data was analyzed through ad hoc coding, then categorized into four 
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themes that included personal attributes, structure, culture, and environmental impacts.  Under 
the broad theme of personal attributes six sub-themes emerged; trust, vulnerability, humility, 
support, experience, and emotional competence.  Participants indicated that “skills make 
relationship development easier.”  Trust is an important personal attribute for healthy 
administrator-teacher relationship development.  A trusted environment is required in addition to 
trust in teacher autonomy for the relationship to develop.  According to the participants, a 
trusting relationship between administrator and teacher needed to be established for each 
individual to feel safe to show their vulnerabilities.  The participants felt vulnerability and 
humility were attributes that showed human weakness and the need to commit to lifelong 
learning as important to developing an authentic relationship.  For the administrator and teacher 
to feel comfortable to show their vulnerabilities, symbiotic support needs to be available for both 
individuals as an attribute for the relationship to develop.  To better support one another, 
experience as an attribute helps to build empathy.  To feel empathy, the administrator and 
teacher need to be emotionally competent.  Emotional competence, as the final sub-theme of 
personal attributes, was described by the participants as the ability to recognize and respond to 
emotion, was also identified as an important personal attribute to relationship development.   
The second theme identified was structure.  The participants felt the structure of the school as 
determined by outside governing bodies and the administrator impacted relationship 
development.  The next theme to surface was culture with two sub-themes; collaboration and 
communication.  The participants indicated a positive school culture, developed through 
collaboration and communication, to have significance to administrator-teacher relationship 
development.  The final theme from the collected data was environmental impacts.  All of the 
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participants felt that positivity breeds positivity, “it spreads like wildfire.”  Further analysis of 
these themes along with implications and recommendations are discussed in Chapter 5.   
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Chapter 5:  Analysis, Discussion, and Conclusion 
The school system is home to a variety of relationships.  However, the policies, structure 
and hierarchy, which are foundational to the school system neglect to address the emotional 
aspects of human interactions.  Education is a social-emotional profession.  Based on the 
assumption that relationships among administrators and teachers impact student learning it is 
important for administrators and teachers to have healthy positive relationships.  The purpose of 
this study was to utilize appreciative inquiry as a methodology to analyze the relationships 
developed and sustained among school administrators and teachers along with the associated 
impacts from an appreciative leadership lens, with the intention of exploring the effect of 
positive relationships on education.  This chapter continues the analysis of the data into a 
discussion of how the data was interpreted, what current literature offered support of the 
interpretation, and what implications to key stakeholders this study might offer regarding healthy 
administrator-teacher relationship development.  To provide focus to the research, the research 
was guided by the following questions: 
1.  How do teachers and administrators understand the development of symbiotic 
relationships between administrators and teachers? 
2.  How do interactions with administrators have personal impacts on teacher bystanders? 
3.  How do teachers and administrators understand the impact of emotional competence 
on relationship development? 
With a focus on the affirmative to build strong relationships, creating positive change and 
growth, the 4-D process of appreciative inquiry along with the five principles of appreciative 
leadership aligned with the topic of this study.  The study followed a qualitative case study 
research design filtered through an appreciative inquiry theoretical research perspective.  A 
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qualitative case study provided the opportunity to develop an understanding of the emotional 
dynamics of one school by going straight into the field and talking to the people involved for 
their perspective of what is happening and why (Remler & Van Ryzin, 2015).  Paired interview, 
focus group, and one-on-one interview served as the primary means of data collection.  Over the 
course of three sessions, the research took place among four participants, one principal and three 
teachers, at a school characterized by successful leadership based upon appreciative leadership 
and positive relationships.  Throughout the research process, I sought an understanding of how 
healthy administrator-teacher relationships are developed in addition to the associated impacts on 
fellow educators.   
The results of the study align with the themes from the literature, emotional competence, 
positive relationships make a difference, and acknowledgement and authenticity, are important 
components to the development of healthy administrator-teacher relationships.  From the results 
of the study, the data was analyzed with four themes emerging regarding the development of 
healthy administrator-teacher relationships:  personal attributes, structure, culture, and 
implications.  Personal attributes encompassed the sub-themes, trust, vulnerability, humility, 
support, experience and emotional competence; the skills needed for an individual to develop a 
healthy relationship.  Similar to the literature, emotional competence surfaced from the results of 
the study as an attribute significant to relationship development (Brinia et al., 2014; Lasley, 
2006, Leithwood & Beatty, 2007).  From the theme of structure, two sub-themes surfaced 
impacting school structures: outside governing bodies and the school administrator.  The 
structure of the school has implications for the school culture (Eacott, 2018).  Culture has two 
sub-themes, collaboration and communication, which also contributes to the development of 
healthy administrator-teacher relationships.  The four themes from the case study are important 
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to study as they provide an understanding of how relationships develop between administrators 
and teachers.  As indicated from the results of the study, strong administrator-teacher 
relationships bring positive outcomes to students and for education overall.  Without strong 
relationships, schools struggle to progress therefore all stakeholders of the school system need to 
be able to work together for the betterment of the organization. 
Discussion of the Results 
Driven by the research questions and supported by the literature, the results of the study 
provided focus to three areas regarding administrator-teacher professional relationships. The first 
area identified symbiotic administrator-teacher relationship development occurring through 
support, feedback and recognition.  The second area of the study indicated relationships have an 
impact on school culture.  Finally, the third area focused on emotional competence as a skillset 
aiding to relationship development.  Through analysis of the literature and collected data, the 
three research questions will be answered in the paragraphs to follow.   
Relationships Develop Through Support, Feedback, and Recognition 
 It is evident that administrators and teachers need emotional and professional support to 
develop healthy symbiotic relationships.  Support is important to relationship development due 
to the idea that teachers’ behaviour is motivated by emotions (Leithwood & Beatty, 2007).  The 
participants in this study indicated the need for both teachers and administrators to contribute to 
the development of healthy administrator-teacher relationships.  The participants summarized 
their experiences at their school in alignment with the need for these two roles in the relationship 
with the unspoken motto among staff as “work hard, play hard,” supporting one another as 
professionals and emotionally through social opportunities.  Similarly, Lofgren and Karlsson 
(2006) and Wang, Wilhite, and Martino (2015) also identify two types of roles within collegial 
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relationships one that is emotionally supportive, a second that focuses on intellectual support and 
growth.   
Teaching is “a social endeavor, infused with emotion on the parts both of the leaders and 
the led” (Lambersky, 2016, p. 395).  The participants described significant emotionally 
supportive aspects of the relationship as “one that has open communication.  Where there is 
enough trust there where people can give feedback to each other in a reciprocal way.”  Another 
description of support in the relationship included “being able to lean on each other, to trust each 
other with the challenges that we’re facing.”  The teacher and administrator participants of this 
study described emotional support occurring through symbiotic communication.  Further, the 
participants identified the presence of trust and time to help facilitate communication (Eacott, 
2018).  “In a fast-paced work place, we often tell ourselves that we don’t have time for feelings.  
But ignoring them, and by extension of ignoring our needs, may actually sabotage our 
productivity” (Lasley, 2006, p. 19).  The findings of the study indicated administrators and 
teachers need similar levels of support from one another. Regardless of the position in the 
hierarchy, the participants communicated both individuals in the relationship need to take the 
time to share to “talk and connect with one another.”  “We need to see each other first as people, 
and second as roles and titles” (Brown, 2006, p.6).  Together, the literature and the research 
results indicate symbiotically, administrators and teachers require emotional support for the 
development of the relationship.   
Along with emotional support, administrators and teachers also require professional, 
intellectual support.  The findings from the study indicated the significance of the intellectual 
aspects of the relationship to help foster professional growth.  One participant communicated a 
positive administrator-teacher relationship they experienced that developed through having an 
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administrator as “a person who was above me that had done what I had done or what I am doing.  
It’s so important because every step of the way, when I am having those high points in the 
classroom, [they got] it.”  Professional, supportive, conversations occur as a mentorship when an 
administrator has had similar experiences to the teachers.  Symbiotically, administrators need to 
seek out professional support drawing upon the expertise of their teachers.  The participants of 
the study communicated the importance of symbiotically drawing upon expertise from teachers 
and administrators who have “experience and/or open to help from those who have” in addition 
to being willing to accept criticism and feedback.   Similarly to the findings of this study, the 
literature also indicates intellectual support is two-fold, administrators and teachers can both 
benefit (Lofgren & Karlsson, 2006; Wang et al., 2015).  Like Brown (2018), the participants also 
communicated teachers and administrators value those who “are willing to learn and make 
mistakes.”  Regardless of the hierarchy present from the system, administrators and teachers 
need to grow professionally while taking risks.  Reflecting upon learning experiences fosters 
professional growth within each individual in the relationship.   Adding to the data on the 
importance of feedback, the literature clarifies the need for feedback to be positive (Hoerr, 
2013).  With emotional support, positive intellectual support is also needed by administrators and 
teachers in relationship development.   
Adding to the need for emotional and positive professional support as identified in this 
study, Leithwood and Beatty (2007) include positive feedback needs to be given followed by 
public recognition to those inside and outside of the school for those who have contributed to the 
success of the school.    Public recognition for professional successes to the school shows 
appreciation.   Fulfillment and recognition by administration motivates teachers (Korthagen & 
Evelein, 2016).  According to one participant, when opinions are solicited, recognition is given, 
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and appreciation is shown, people “feel valued.  They feel their work is not for nothing.”  
Appreciation meets the emotional needs of the individual while securing future professional 
commitment to their work (Lambersky, 2016; Lofgren & Karlsson, 2016).  Through the 
availability of emotional and intellectual support, positive feedback, and recognition, the 
relationship between administrator and teacher develops and strengthens.   
Relationships Impact School Culture 
The results of the study indicated teachers and administrators who have positive 
interactions with one another positively impact the culture of the school.  According to the 
results of the study, when teachers’ emotional needs are met there is “less isolation and work is a 
great place to be.”  Relationships built between teachers and administrators meets the emotional 
needs of the individuals in the relationship.  The participants of the study communicated, “We 
love connecting, deepening the web is a really awesome thing to see.”  Similar to the results, the 
literature also indicated a connection between emotional need fulfillment among teachers and 
behaviour (Avci, 2016; Esquith, 2014; Korthagen & Evelein, 2016; Lambersky, 2016, 
Leithwood & Beatty, 2007; Lofgren & Karlsson, 2016; White, 2014).  Teachers are more 
committed to school wide goals and initiatives when they enjoy coming to work and are 
connected to their colleagues (Lambersky, 2016; Leithwood & Beatty, 2007).  When positive 
relationships are present in the school, all teachers and administrators benefit professionally.  
The participants of the study understand through administrator and teacher connections 
established by positive relationships there is a “network of advice and supports” readily available 
within the school, positively impacting teachers.  As indicated by the participants, when healthy 
relationships are predominant, teachers and administrators are “trusting of one another, bridge-
building, teambuilding, and modelling” positively setting “a tone for the whole staff.”  One 
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participant stated, “When admin and teachers have positive relationships the school culture is 
fruitful instead of toxic.  Adults want to give their best at their jobs, and the young people in the 
building are given a positive model of what collaboration looks like.”  Similarly, from another 
participant,  
Kindness and strong relationships have a domino effect.  If you see other people happy 
and doing well it makes you feel capable.  It increases the strength of the relationships 
across the school.  When other people are doing well, more people do well.  It models 
and it influences people.   
Aligning with the results of this study, Avci (2016) identifies when teachers’ needs are fulfilled 
through positive leadership, the school morale and culture is positively impacted.  Similarly, 
Lofgren and Karlsson (2016) identify the opposite occurring, when there is a lack of collegiality 
teachers are reluctant to share resources and participate in professional conversations.  When 
teachers have healthy symbiotic positive relationships with their administrators, there are 
positive effects for the school environment (Leithwood & Beatty, 2007; White, 2014).  The 
results of the study in addition to the literature both communicate healthy administrator-teacher 
relationships positively impact other teachers and the school culture.   
Emotional Competence Builds Relationships 
Traditionally, teaching is thought to be primarily influenced by cognitive factors such as 
theoretical and philosophical beliefs.  It is important to recognize also non-cognitive factors such 
as emotion and motivation playing an important role on teacher behaviour (Korthagen, 2016).  
When teachers feel good, the students benefit (Esquith, 2014; Lambersky, 2016).  Not only are 
emotions pivotal to teaching, they are also critical to relationship development.  The results of 
the study indicate emotional competence as a skillset required for relationships to develop.   
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Our ability to understand our own emotions, knowing others’ emotions and knowing how 
to respond increases relationship development.  Teaching is an emotional field.  Emotions 
are at the centre of admin-teacher relationships.  If we have skills it makes it easier to 
develop the relationship. 
The results indicate emotions impact actions in daily interactions.  “What you’re feeling and how 
that translates into your work is directly related to how you interact with others.”  The 
participants communicated the importance of teachers and administrators knowing how to 
acknowledge and respond to emotions.  “If a teacher is really happy about something, they need 
to celebrate that and share that.  There needs to be follow-up checking in on that person 
professionally and personally.”   Aligning with the results of the study, the literature also 
identifies teachers with low emotional competence as having a greater chance of experiencing 
teacher burn-out (Fiorilli et al., 2017).  Teachers with high emotional competence take action 
regardless of whether the emotion being experienced is positive or negative.  The results of the 
study and the literature indicate the need for all emotions to be appropriately experienced. 
 Due to the numerous relationships present in educational settings, teachers and 
administrators understand education as an emotional field and emotional competence as a 
necessary skill contributing to relationship development.  The participants communicated 
emotional competence to be shaped by personal experiences making an individual “more 
equipped to deal with certain situations.” The participants described emotional competence as 
“knowing where people are at in a particular moment” and self-awareness as an important 
component to emotional competency because “if you are not aware of your emotions, you won’t 
know how to take action.”  Similar to the results of this study, Lasley (2006) indicates emotional 
competence as the ability to recognize emotions in others in addition to being self-aware of 
HEALTHY ADMINISTRATOR-TEACHER RELATIONSHIPS  76    
 
emotions.  Together, the literature and the collected data communicate emotional competence 
defined by recognizing emotions of self and others as an important skill needed for relationship 
development.   
 Our realities are constructed and constantly changing based on our experiences (Carr-
Stewart & Walker, 2003; Cooperrider & Whitney, 2005; Galbin, 2014; Stavros & Torres, 2018).  
According to the participants of the study, emotional experiences contribute to shaping reality.  
“Having felt those emotions yourself really helps you process those emotions when [colleagues] 
come to you and it helps you work with other people while they’re going through them.”  Similar 
to the results, the literature indicates teachers and administrators needing to understand the power 
of emotion in shaping their realities and their interpretations of situations and one another 
(Leithwood & Beatty, 2007).  While the participants felt experience helped a person be more 
emotionally supportive and relatable, Leithwood and Beatty (2007) and Nasser-Abu Alhja 
(2015), indicated each individual interprets and reacts to emotion differently so having 
experienced something similar does not necessarily warrant a similar reaction among different 
individuals.  Just because one individual found a situation comical and responded with laughter 
does not mean that another individual will react in the same way.  Together, recognition of 
emotions, self-awareness of emotions, personal experiences, and an understanding of perceived 
realities shape emotional competency helping to develop healthy relationships among 
administrators and teachers.  In contrast to the literature, the participants communicated 
experience as a significant factor to shaping emotional competence and forming realities.   
Implications 
The participants in the study indicated that they associated strong positive impacts with 
the healthy administrator-teacher relationships they experienced within their school.  From this 
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study, with positive relationships, the participants communicated having a built-in support 
network.  Collaboration and positive relationships occur simultaneously developing a network of 
supports for professional growth.  The teachers and administrator participants identified being 
connected to the school, emotionally feeling a sense of belonging, formatively observing 
consistent staff attendance.  Although there are many positive impacts from healthy relationships 
relating to administrators and teachers, ultimately, school systems are about the students.  
Perhaps, the most significant impact identified from this study of healthy administrator-teacher 
relationships is the positive school culture helping contribute to student success emotionally and 
academically.  Throughout this case study, the participants described their professional 
relationships as caring.  The teachers and administrator cared about the well-being of each other 
both personally and professionally.  As an outsider visiting this school, the caring relationships 
among teachers and the administrator contributed to the warmth of the school culture which 
surely the students feel on a regular basis as well.  From varied roles, all individuals experience 
impacts associated to healthy administrator-teacher relationships.  It is important to note that the 
results of the study are contextual and only generalizable within the bounds of the case.  In the 
paragraphs to follow, implications from the results of the study for teachers, administrators, 
school systems will be discussed along with implications for further research. 
Implications for Teachers 
The results of the study communicate the importance of connectedness for the betterment 
of the whole school culture.  Throughout the study the participants consistently stated the need 
for healthy relationships to be “collaborative and communicative.”  The study solidifies the 
importance of teachers developing healthy relationships with administrators for teacher well-
being.  Teachers who have positive relationships with administrators develop a built in emotional 
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and professional support system.  The participants of the study understand education as an 
emotional field of work.  “What you’re feeling and how that translates into your work is directly 
related to how you interact with others.”  To develop connections and have access to a built-in 
support network, teachers need to be willing to take the time to talk and connect.  Engaging in 
conversations with colleagues needs to be initiated by teachers.  Using emotional competence, 
teachers need to get out of their classrooms and talk to their colleagues.  The results of the study 
communicated setting achievable goals and targets to help connect with colleagues.  The 
participants suggested,  
Start small.  Don’t expect…to meet every staff once a day everyday.  It’s not doable and 
then it feels like a chore.  Check-ins: texts, emails, conversations.  Showing appreciation.  
Start with small check-ins and thank you notes.  Aim to have a one-on-one meeting once 
per semester.   
Be there as a support for a new teacher or administrator.  Be present.  Attending a meeting while 
scrolling through emails on a tablet does not show engagement in building connections.  
Participating in staff team building during the school day and attending social events outside of 
the school day are some examples contributing to positive relationship development.   
Implications for Administrators 
 The results of the study have the most implications for administrators as school leaders.  
Emotional competency is a skill set important to relationship development for teachers and 
administrators.  However, an emotional skill set is most important to the administrator to foster 
and model in the role of school leader.  To help develop the relationship between administrator 
and teacher, administrators need to trust the professional expertise of the teachers they lead.  
Trusting and having faith in the teachers’ ability results in more teachers who are willing to take 
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educational risks to benefit the students.  This trust can be shown through providing teacher 
autonomy.  Through communication of a shared vision and equipping teachers with necessary 
skills, trust in teacher autonomy can be achieved.  One participant indicated the importance of 
“capacity building within staff, developing leaders.  Support, trust and autonomy…through the 
collaboration and cohesion it keeps everything together moving forward.”  With educational 
risks, failure will occur.  When failure occurs, administrators need to support the teachers, 
emotionally and professionally, so they are willing to take risks again in the future.  
Administrators are human beings and need to show their humanistic side to those whom they 
lead.  Everybody makes mistakes.  Everybody is still learning.  Embrace mistakes, reflect upon 
learning and establish growth.  During the study, participants described their best relationship 
with an administrator occurring when the administrator shared,  
 Their most honest version of themselves…. They don’t or try not to hide their 
weaknesses, instead they ask for help when they need it.  Relationships where you are 
also not being judged for who you are or what you are like, but instead are shown 
empathy are also life giving.   
Being human helps eliminate the sense of hierarchy and makes the administrator more relatable, 
strengthening the relationship between administrator and teacher.  Finally, to continue 
strengthening the relationship between administrator and teacher, administrators need to show 
appreciation to the teachers.  Appreciation can be shown through email, notes, small gifts, or 
publicly shared with colleagues and the community.  It is evident, when teachers feel 
appreciated, they are more willing to commit to the school and engage in activities beyond the 
job description.  Together, the administrator’s ability of skilled emotional competency, teacher 
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autonomy, being human, showing appreciation, helps meet emotional needs of teachers and 
when teachers’ emotional needs are met, the school experiences positive outcomes.   
 In addition to having a role in meeting the emotional needs of the teachers, the 
administrator also plays a role in the structure of the school.  To facilitate healthy administrator-
teacher relationships, the leadership style of the administrator needs to foster communication.  
The administrator should have an open-door policy, with necessary restrictions in place.  The 
structure of staff meetings and professional development needs to incorporate teambuilding to 
strengthen collaboration, communication, and networking among all staff.   Communication 
allows for the development of relationships; administrators get to know their staff better.  When 
administrators know their staff, they become competent in reading the emotions of teachers 
therefore knowing better how to respond to the teachers.  During the study, one participant 
communicated, “Try not to push a particular agenda.”  From my experience, personal agendas 
often only have one person’s or one group’s best interest in mind.  A personal agenda neglects to 
consider the best interest of all parties involved.  The principal needs to be mindful of the greater 
good of all.  By setting a culture of open communication, all voices can be heard.  From having 
healthy relationships with teachers, administrators can tell when a teacher is having a bad day 
and can better offer emotional and professional support to help that teacher.  Supporting this 
concept, as communicated by one participant, the administrator needs to “see what people need 
and respond so they can do their jobs well and help their students best.”  Being able to read what 
people need emotionally and professionally cannot occur without the presence of a healthy 
relationship.    
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Implications for School Systems 
The participants of the study identify school systems subconsciously impacting healthy 
administrator-teacher relationship development.  Due to having an integral role in the structure of 
the school, school systems need to provide school structures with space and time so collaboration 
can be facilitated among teachers and administrators.  The participants communicated the 
physical space of the school impacting the culture.  In this study, the school was physically set-
up with communal underpinnings.  In a traditional school setting, physical set-up would look 
different.  However, simply having staff lounges and meeting spaces helps foster relationship 
development.  A smaller school setting better provides organic meeting opportunities between 
administrators and teachers.  The school system itself can implement scheduled opportunities for 
meetings, such as professional learning plans, among administrators and teachers aligning with 
philosophical underpinnings of the school division.  One participant indicated the importance of 
time “to have one-on-one meetings with admin or a cohort of similar subject teachers helps with 
mentorship and problem solving.”  Without time, these meetings cannot occur, and relationships 
cannot be developed and strengthened.  The school system needs to provide the school with low 
administrator to teacher staffing ratios.  Participants of this study communicated previous 
teaching experiences where the administrator to teacher ratio was so high, they did not know 
their administrators or the school was so big that they did not see their administrators.  A low 
administrator to teacher staffing ratio better facilitates opportunities for relationship 
development.  Structured collaboration time and low administrator to teacher staffing ratios, 
foster healthy administrator-teacher relationships.  Keeping the best interest of students in mind, 
healthy administrator-teacher relationships means less staff turnover and increased morale within 
school buildings therefore increasing students’ emotional well-being and academic success.   
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Implications for Further Research 
 This study indicates the importance of healthy administrator-teacher relationships and the 
role of emotional competence to relationship development.  Further research should explore 
areas regarding relationship development with challenging teachers or administrators and 
teachers or administrators who practice in isolation.  Further research could explore strategies for 
relationship development with these two groups of people along with the value in developing 
relationships with people of all types of personalities.  Appreciative inquiry guided this research 
to focus on the positive and generate conversation describing what has worked from the 
participants’ experiences.  Future researchers using appreciative inquiry, should place careful 
attention on the language utilized throughout the research process to help guide the participants 
through positive reflection and idea generation.  Taking this study one step further, future 
research could implement the destiny phase of the 4-D cycle to analyze the growth of positive 
administrator-teacher relationships over a longer time frame.  It would be interesting to replicate 
the study with a school not characterized by positive relationships and then compare the findings 
to this study, would the results be similar?   
 Future researchers studying this topic through an appreciative inquiry methodology and 
an appreciative leadership conceptual framework, should be mindful of the presence of power. 
As identified through the constructionist principal of appreciative leadership, the hierarchy of the 
school structure may limit individuals from feeling comfortable in sharing their voice.  To 
mitigate the presence of power, future studies should include participants from different school 
sites and different school divisions to allow those in administrator roles and those in teacher roles 
to collaborate and hear differing perspectives throughout the data collection process.  Having 
both roles participate together in the study is more authentic to appreciative inquiry.  This study 
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was limited by the small sample size of four participants being from the same school and having 
pre-established relationships.  Future studies might benefit from a larger sample size.  The 
collected data would be more transferrable to the field of education if the participants were from 
different school sites and school divisions.  Future studies should be conducted in schools of 
different contexts.  These contexts could include scenarios where relationships between 
administrators and teachers are new such as among participants who are all new teachers or a 
study within a brand-new school.  Another context for future studies could include participants 
from a traditional school setting as this study occurred at a non-traditional high school unique to 
other public-school systems in Manitoba.   
Conclusion 
The results of the study reaffirmed my understandings of relationship development and 
emotional competence.  Emotions are complex.  From this study, I have come to a better 
understanding of how powerful emotions are to relationship development.  The slight disconnect 
between the literature and the results of the study made me more aware of the uniqueness to 
relatable experiences.  Like the participants, I previously felt having shared experiences similar 
to others had strong impacts on being able to read, respond, and support the other individual in 
the relationship.  Although having shared experiences still remains important, it is equally 
important to place value in the interpretation of emotion.  Simply having experienced something 
similar does not warrant a similar reaction in a different human being.  Just like perceptions of 
reality are individualized, emotions are individualized.  What I find humour in and what another 
finds humour in are different and it is important to be mindful of the potential differences, 
especially when developing relationships.  The ability to read and respond to emotions through 
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having strong emotional competency, and mindfully drawing upon personal experiences, is key 
to relationship development.   
 Along with emotional competency, time and communication are secondary factors to 
relationship development.  Time.  Nobody ever has time; everybody wants time.  Individuals 
need time to establish, develop, and strengthen relationships.  In the school setting, time is 
controlled by the school division, the administrator, and finally the teacher.  All structures of 
time allocation contribute to relationship development.  Administrators and teachers need time 
structured into their day to talk.  Without having time, there is limited opportunity to 
communicate.  From this study, I have learned that all managerial levels of time structure for 
communication are important to relationship development.  In my current role as a resource 
teacher, the results from this study served as a reminder for me to continue to make the time to 
meet with EAs and classroom teachers to strengthen relationships as we work together in 
supporting students.  Not only is it important to make the time to collaborate and communicate, 
but to make the best use of time by being present when doing so.  Being present means putting 
the phone aside or turning the computer screen off while meeting and truly engaging in the 
conversation.  The warm culture present at the school of the case study helped emphasize to me 
the importance of fostering genuine relationships with my colleagues in addition to those whom I 
lead.  From this study, I will continue to personally get to know my colleagues to further develop 
healthy professional relationships.  Most importantly for me to remember, is the relationships I 
develop impact the students.  It is also important to remember that the positive relationships I 
develop impact the school culture and well-being of all.   
From the divisional level, it is important to mandate goal-setting meetings between 
administrators and teachers.  Not only is mandating goal setting beneficial to the school and to 
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the individual, it is also a forced opportunity for administrators and teachers to communicate 
with one another.  In some schools, this divisional mandate might be the only platform which 
opens the door for communication.  Administrators have control over time allocation for 
communication, collaboration, and teambuilding during staff meetings and in-school 
professional development opportunities.  Administrators also have control over designating 
grade level team meeting formats and following through with attending team meetings so time is 
scheduled to meet with teacher teams throughout the school year.  Teachers have control over 
how they spend their prep time and can use this time to meet with administrators.  All allocations 
of time lead to opportunities for communication; communication is critical to positive 
administrator-teacher relationship development. 
The purpose of this study was to understand and describe the positive relationships 
developed and sustained among school administrators and teachers, with the intention of 
revealing the power of positive relationships on education.  The literature and the findings from 
the study both indicate positive impacts to the school occur through healthy administrator-
teacher relationships.  The relationship between administrators and teachers is so important to the 
school, but most importantly, to the students.  Although the relationship does not directly involve 
students, this study indicates that healthy relationships between administrators and teachers 
impact students.  The participants indicate from their experiences that when teachers’ emotional 
needs are being met and supported by administrators, they are happy.  The participants noticed 
teacher attendance rates increase, teacher turn-over decreases, a consistent team is established.  
Morale in the building increases.  A positive school culture is created.  The students feel the 
effects emotionally from increased teacher morale and a positive school culture in addition to 
their academics being positively impacted.  Most teachers entered the field of education to 
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connect with and impact students.  It is time to realize the necessity of healthy administrator-
teacher relationships to positively impact the students.   
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Appendix A:  Email Invitation to Superintendent 
 





My name is Kelly Otto and I am a Master of Education (Educational Administration) 
student at Brandon University. I am conducting research under the guidance of Dr. Jacqueline 
Kirk.  I am writing to you today to invite your school division to participate in a study entitled 
“Understanding Healthy Administrator-Teacher Relationships through Appreciative Inquiry 
Case Study.”  The study focuses on developing an understanding of the impact of positive 
relationships between principals and teachers.   
 
Please review the attached letter of invitation and consent which outlines details of the 
study including the research procedures, school selection, nature of participation, benefits/risks 
of the study, and confidentiality.  If you agree for your school division to participate in this 
study, please complete the last page of the attached invitation and email or mail back to myself, 
Kelly Otto.  Only the identified schools will be invited to participate in this study.  If you have 
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Appendix B:  Invitational Letter of Informed Consent to the Superintendent 
Dear Superintendent, 
 
PURPOSE:   
My name is Kelly Otto.  I am a Master of Education (Educational Administration) student at 
Brandon University who is conducting research under the guidance of Dr. Jacqueline Kirk, 
faculty advisor.  The study, entitled “Understanding Healthy Administrator-Teacher 
Relationships through Appreciative Inquiry Case Study” focuses on developing an understanding 
of the impact of positive relationships between principals and teachers.  I am writing to request 
permission to approach school teams in your school division to agree to participate in this study.   
 
RESEARCH PROCEDURES: 
 To begin the research, participants will independently write a narrative story describing a time 
when they personally experienced a positive principal-teacher relationship (approximately 30 
minutes, based on personal availability).  Participants will bring this story with them to the first 
group session.  At the first group session participants will share their story with a partner through 
a reciprocal participant interview process (30 minutes).  The interview will be audio recorded for 
the researcher to transcribe.  At the next group session, participants will participate in a focus 
group discussion where they will use the information generated during the first two processes to 
analyze what commonly occurs in ideal principal-teacher relationships (1 hour).  The final step 
of the study will be a one on one interview between the researcher and each participant 
individually (30 minutes).  Each of the four sessions will occur on separate days dependent upon 
the availability of the group.   
 
SCHOOL SELECTION: 
I hope that you will assist me to identify a school that is known for healthy relationships and that 
would have a group of five to eight principals and teachers who would be willing to participate.  
I anticipate conducting the data collection procedures between May1, 2019 and June 30, 2019.  I 
am seeking your help in identifying a school that meets this description in addition to being able 
to meet the time commitment.  If you would prefer not to identify potential schools for me, I 
would be happy to have you circulate the attached invitation so that schools can self-identify that 
their school culture and availability match the needs of this study.    
 
NATURE OF PARTICIPATION:   
The participants would need to engage in all activities and be able to commit to a total of about 
two hours and 30 minutes, broken into four sessions over four separate days (narrative, 30 
minutes; paired interviews, 30 minutes; focus group, 1 hour; one on one interview, 30 minutes).  
I will seek input from the group to make a plan that works with their schedules.  Once the study 
is finished, the results may be published in the Brandon University Journal of Graduate Studies 
in Education.  The research will be presented as a thesis and defended at Brandon University.  I 
also plan to present the findings at academic conferences.  Information shared from the study 
will be done using pseudonyms to protect the privacy of the participants, the school and the 
school division.  It is important for participants to understand due to the educational community 
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being small, participants and location might be identifiable through stories and recollections that 
are shared by participants. However, I am asking for participants to share only stories of 
particularly positive relationships so I do not anticipate that this will create a vulnerability for 
any participants.    
 
Principals and teachers of the selected school are under no obligation to participate.  If they 
choose to participate, any individual may choose to withdraw from the study at any time, as 
described below, without consequence.  The participants of the study will receive regular 
communication from the researcher, Kelly Otto and faculty advisor, Dr. Jacqueline Kirk, 
regarding the progress of the study.  Regular communication will provide the participants with 
information (including information on the right to have his/her shared data withdrawn from the 
research and the feasibility of doing so) about each step in the study.  Data collected through 
reciprocal participant interviews can be withdrawn up to the time that they check the transcript 
and confirm that their data can be used in the analysis of the study.  Participants are guaranteed 
the chance to review the transcript and will have one week to withdraw their participation before 
data analysis.  Focus group data will not be able to be withdrawn from the study because the 
collected data will be reflective of the group in its entirety.  Prior to beginning each stage of the 
study, participants will have an opportunity to make a decision whether or not to continue 
participation.  Participating in this study is up to the individual teachers and principals of the 
selected school.  There are no incentives or repayments being offered to the participants.  
Participants have the right to protect themselves legally should any research-related harm occur. 
 
DATA ANALYSIS: 
Once collected, the data will be organized, summarized and presented.  Participants will 
individually keep their free write stories to draw upon throughout the data collection process.  
The researcher will not be collecting the free-write narrative.  After the paired interview, audio 
data will be collected and transcribed for analysis by the researcher, Kelly Otto.  Following the 
focus group session, the researcher will collect each of the groups’ responses.  During the one-
on-one interview, the researcher will scribe the participants’ answers using pen and paper.  The 
collected data from each of the four separate collection sessions will be stored in a locked filing 
cabinet where only the researcher, Kelly Otto, is able to access.  Upon completion of each 
activity, the researcher, Kelly Otto, will write a reflection summary of emerging ideas/themes.  
The researcher, Kelly Otto, will present the findings to the group after each of the four individual 
data collection sessions and ask participants if they are seeing similar themes.  Upon completion 
of the data collection in its entirety, the researcher, Kelly Otto, will code the data, highlighting 
prevalent themes.  The researcher, Kelly Otto, will print out the transcripts of the data, 
mechanically cutting them apart and grouping together common themes.  Common themes will 
be determined by repetition of certain words, phrases, and participants’ ways of thinking that 
stand out leading the development of coding categories.  Beyond coding for common themes, the 
researcher, Kelly Otto, will look for areas of disagreement in the data and question what may 
have contributed to a disagreement in the findings.  The researcher, Kelly Otto, will identify 
unique features of the data, looking for areas that one person said and nobody else did.  The 
findings of the researcher, Kelly Otto, will be compared and contrasted to the findings of the 
current literature.  Links and connections will be made through finding themes of the data in 
addition to the literature.  All collected data will be destroyed by the researcher, Kelly Otto, two 
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years after the completion of the data collection.  Data collected on paper will be shredded by the 
researcher.  Electronic data will be erased by the researcher.   
 
 
BENEFITS/RISKS OF THIS STUDY:   
The results of this study have the potential to contribute to current literature on appreciative 
leadership and positive principal-teacher relationships.  No minors or members of vulnerable 
populations are participating in this study.  There are no known risks or discomforts, physical, 
psychological, or social discomforts connected to this study.  There is a low risk of sharing 
personal and/or sensitive information through discussion of personal relationships and emotional 
feelings.  There are no real, potential or perceived conflicts of interest on the part of the 
researcher, Kelly Otto or faculty advisor, Dr. Jacqueline Kirk, and their institution, Brandon 
University.  There is no possibility of the commercialization of the research findings.   
 
Prospective participants may contact Dr. Jacqueline Kirk of Brandon University via phone 204-
571-xxxx if there are questions regarding the scholarly aspects of the research.  Prospective 
participants may contact the Brandon University Research Ethics Committee (BUREC) via 
phone 204-727-9712 or email burec@brandonu.ca if there are questions regarding possible 
ethical issues in the research.   
 
CONFIDENTIALITY: 
No personal information will be collected about the participants.  The researcher, Kelly Otto and 
faculty advisor, Dr. Jacqueline Kirk, will have access to information collected about the identity 
of the participants.  Collected data will be secured via electronic password and locked filing 
cabinet.  Your privacy and confidentiality of information will be protected.  Data will be used for 
coding purposes to establish common themes, discrepancies and omissions.  A duty to disclose 
information collected is not anticipated. Participants will take a pledge of confidentiality to 
ensure that information shared during focus group discussions is not shared outside of the 
discussion.   
 
Your signature indicates that you have read the information provided and voluntarily agree for 
your school division to participate.  Please complete the information below and email or mail to 
the completed page to the researcher, Kelly Otto.  The researcher, Kelly Otto, will then contact 
the administrators indicated to invite their school to participate in the study.  If you have 





Kelly Otto    Dr. Jacqueline Kirk 
Researcher    Faculty Advisor 
Box 2xxx    270-18th Street 
Beausejour, MB  R0E 0C0  Brandon, MB R7A 6A9 
204-268-xxxx    204-571-xxxx 
ottokd37@brandonu.ca   KirkJ@brandonu.ca   
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I agree to give permission for     School Division to participate in this study.  
For the purpose of this study, I recommend contacting the administrators of the following 
schools (please provide appropriate contact information): 
 
1. Name:         
School:        
Email:         
School Phone:        
 
2.  Name:        
School:        
Email:         
School Phone:        
 
3. Name:         
School:        
Email:         
School Phone:        
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Appendix C:  Email Invitation to Administrator 
 





My name is Kelly Otto and I am a Master of Education (Educational Administration) student at 
Brandon University. I am conducting research under the guidance of Dr. Jacqueline Kirk.  I am 
writing to you today to invite your school to participate in a study entitled “Understanding 
Healthy Administrator-Teacher Relationships through Appreciative Inquiry Case Study.”  The 
study focuses on developing an understanding of the impact of positive relationships between 
principals and teachers.   
 
Please review the attached letter of invitation and consent which outlines details of the study 
including the research procedures, nature of participation, benefits/risks of the study, and 
confidentiality.  If you agree for your school to participate in this study, please complete the last 
page of the attached invitation and email or mail back to myself, Kelly Otto.  If you have any 
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PURPOSE:   
My name is Kelly Otto.  I am a Master of Education (Educational Administration) student at 
Brandon University who is conducting research under the guidance of Dr. Jacqueline Kirk, 
faculty advisor.  The study, entitled “Understanding Healthy Administrator-Teacher 
Relationships through Appreciative Inquiry Case Study” focuses on developing an understanding 
of the impact of positive relationships between principals and teachers.  I am writing to invite 
you to agree for your school to participate in this study.    
 
RESEARCH PROCEDURES: 
To begin the research, participants will independently write a narrative story describing a time 
when they personally experienced a positive principal-teacher relationship (approximately 30 
minutes, based on personal availability).  Participants will bring this story with them to the first 
group session.  At the first group session participants will share their story with a partner through 
a reciprocal participant interview process (30 minutes).  The interview will be audio recorded for 
the researcher to transcribe.  At the next group session, participants will participate in a focus 
group discussion where they will use the information generated during the first two processes to 
analyze what commonly occurs in ideal principal-teacher relationships (1 hour).  The final step 
of the study will be a one on one interview between the researcher and each participant 
individually (30 minutes).  Each of the four sessions will occur on separate days dependent upon 
the availability of the group.   
 
PARTICIPANT SELECTION: 
The superintendent of your school division has identified your school as a potential participant of 
this study.  I anticipate conducting the data collection procedures between May 1, 2019 and June 
30, 2019.  I am hoping you will circulate the attached invitation so that participants can self-
identify that their experiences and availability match the needs of this study.    
 
NATURE OF PARTICIPATION:   
The participants would need to engage in all activities and be able to commit to a total of about 
two hours and 30 minutes, broken into four sessions over four separate days (narrative, 30 
minutes; paired interviews, 30 minutes; focus group, 1 hour; one on one interview, 30 minutes).  
I will seek input from the group to make a plan that works with their schedules.  Once the study 
is finished, the results may be published in the Brandon University Journal of Graduate Studies 
in Education.  The research will be presented as a thesis and defended at Brandon University.  I 
also plan to present the findings at academic conferences.  Information shared from the study 
will be done using pseudonyms to protect the privacy of the participants, the school and the 
school division.  It is important for participants to understand due to the educational community 
being small, participants and location might be identifiable through stories and recollections that 
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are shared by participants. However, I am asking for participants to share only stories of 
particularly positive relationships so I do not anticipate that this will create a vulnerability for 
any participants.    
 
Principals and teachers of your school are under no obligation to participate.  If they choose to 
participate, any individual may choose to withdraw from the study at any time, as described 
below, without consequence.  The participants of the study will receive regular communication 
from the researcher, Kelly Otto and faculty advisor, Dr. Jacqueline Kirk, regarding the progress 
of the study.  Regular communication will provide the participants with information (including 
information on the right to have his/her shared data withdrawn from the research and the 
feasibility of doing so) about each step in the study.  Data collected through reciprocal 
participant interviews can be withdrawn up to the time that they check the transcript and confirm 
that their data can be used in the analysis of the study.  Participants are guaranteed the chance to 
review the transcript and will have one week to withdraw their participation before data analysis.  
Focus group data will not be able to be withdrawn from the study because the collected data will 
be reflective of the group in its entirety.  Prior to beginning each stage of the study, participants 
will have an opportunity to make a decision whether or not to continue participation.  
Participating in this study is up to the individual teachers and principals of the school.  There are 
no incentives or repayments being offered to the participants.  Participants have the right to 
protect themselves legally should any research-related harm occur. 
 
DATA ANALYSIS: 
Once collected, the data will be organized, summarized and presented.  Participants will 
individually keep their free write stories to draw upon throughout the data collection process.  
The researcher will not be collecting the free-write narrative.  After the paired interview, audio 
data will be collected and transcribed for analysis by the researcher, Kelly Otto.  Following the 
focus group session, the researcher will collect each of the groups’ responses.  During the one-
on-one interview, the researcher will scribe the participants’ answers using pen and paper.  The 
collected data from each of the four separate collection sessions will be stored in a locked filing 
cabinet where only the researcher, Kelly Otto, is able to access.  Upon completion of each 
activity, the researcher, Kelly Otto, will write a reflection summary of emerging ideas/themes.  
The researcher, Kelly Otto, will present the findings to the group after each of the four individual 
data collection sessions and ask participants if they are seeing similar themes.  Upon completion 
of the data collection in its entirety, the researcher, Kelly Otto, will code the data, highlighting 
prevalent themes.  The researcher, Kelly Otto, will print out the transcripts of the data, 
mechanically cutting them apart and grouping together common themes.  Common themes will 
be determined by repetition of certain words, phrases, and participants’ ways of thinking that 
stand out leading the development of coding categories.  Beyond coding for common themes, the 
researcher, Kelly Otto, will look for areas of disagreement in the data and question what may 
have contributed to a disagreement in the findings.  The researcher, Kelly Otto, will identify 
unique features of the data, looking for areas that one person said and nobody else did.  The 
findings of the researcher, Kelly Otto, will be compared and contrasted to the findings of the 
current literature.  Links and connections will be made through finding themes of the data in 
addition to the literature.  All collected data will be destroyed by the researcher, Kelly Otto, two 
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years after the completion of the data collection.  Data collected on paper will be shredded by the 
researcher.  Electronic data will be erased by the researcher.   
 
BENEFITS/RISKS OF THIS STUDY:   
The results of this study have the potential to contribute to current literature on appreciative 
leadership and positive principal-teacher relationships.  No minors or members of vulnerable 
populations are participating in this study.  There are no known risks or discomforts, physical, 
psychological, or social discomforts connected to this study.  There is a low risk of sharing 
personal and/or sensitive information through discussion of personal relationships and emotional 
feelings.  There are no real, potential or perceived conflicts of interest on the part of the 
researcher, Kelly Otto or faculty advisor, Dr. Jacqueline Kirk, and their institution, Brandon 
University.  There is no possibility of the commercialization of the research findings.   
 
Prospective participants may contact Dr. Jacqueline Kirk of Brandon University via phone 204-
571-xxxx if there are questions regarding the scholarly aspects of the research.  Prospective 
participants may contact the Brandon University Research Ethics Committee (BUREC) via 
phone 204-727-9712 or email burec@brandonu.ca if there are questions regarding possible 
ethical issues in the research.   
 
CONFIDENTIALITY: 
No personal information will be collected about the participants.  The researcher, Kelly Otto and 
faculty advisor, Dr. Jacqueline Kirk, will have access to information collected about the identity 
of the participants.  Collected data will be secured via electronic password and locked filing 
cabinet.  Your privacy and confidentiality of information will be protected.  Data will be used for 
coding purposes to establish common themes, discrepancies and omissions.  A duty to disclose 
information collected is not anticipated. Participants will take a pledge of confidentiality to 
ensure that information shared during focus group discussions is not shared outside of the 
discussion.   
 
Your signature indicates that you have read the information provided and voluntarily agree for 
your school to participate.  Please complete the information at the end of this page and return to 
the researcher, Kelly Otto, via email or mail.  The researcher, Kelly Otto, will then contact the 
teachers and principals indicated to determine scheduling of the data collection sessions.  If you 




Kelly Otto    Dr. Jacqueline Kirk 
Researcher    Faculty Advisor 
Box 2xxx    270-18th Street 
Beausejour, MB  R0E 0C0  Brandon, MB R7A 6A9 
204-268-xxxx    204-571-xxxx 
ottokd37@brandonu.ca  KirkJ@brandonu.ca   
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I agree to give permission for     _________________  (school name)  to 
participate in this study.   
    
Principal’s Signature:     ____   Date:    ________ 
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Appendix E:  Email Invitation to the Participant 
 
 
Subject: Invitation to participate in a research project on positive principal-teacher relationships 
 
 
Dear Educator/Principal Participant, 
 
My name is Kelly Otto and I am a Master of Education (Educational Administration) student at 
Brandon University. I am conducting research under the guidance of Dr. Jacqueline Kirk.  I am 
writing to you today to invite you to participate in a study entitled “Understanding Healthy 
Administrator-Teacher Relationships through Appreciative Inquiry Case Study.”  The study 
focuses on developing an understanding of the impact of positive relationships between 
principals and teachers.   
 
Please review the attached letter of invitation and consent which outlines details of the study 
including the research procedures, nature of participation, benefits/risks of the study, and 
confidentiality.  If you agree to participate in this study, please complete the information within 
the box of the last page of the attached invitation and email or mail back to myself, Kelly Otto.  
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Appendix F:  Letter of Informed Consent to the Participant 
Dear Educator, 
 
PURPOSE:   
My name is Kelly Otto.  I am a Master of Education (Educational Administration) student at 
Brandon University who is conducting research under the guidance of Dr. Jacqueline Kirk, 
faculty advisor.  The study, entitled “Understanding Healthy Administrator-Teacher 
Relationships through Appreciative Inquiry Case Study” focuses on developing an understanding 
of the impact of positive relationships between principals and teachers.  I am writing to invite 
you to agree to participate in this study.   
 
RESEARCH PROCEDURES: 
To begin the research, you will independently (on your own time) write a narrative story 
describing a time when you personally experienced a positive principal-teacher relationship 
(approximately 30 minutes, based on personal availability).  You will bring this story with you 
when all participants meet as a group. At the first group session you will share your story with a 
partner through a reciprocal participant interview process (30 minutes).  The interview will be 
audio recorded for the researcher to transcribe.  At the next group session, you will participate in 
a focus group discussion where you will use the information generated during the first two 
processes to analyze what commonly occurs in ideal principal-teacher relationships (1 hour).  
The final step of the study will be a one on one interview between the researcher and yourself 
(30 minutes).  Each of the four sessions will occur on separate days dependent upon the 
availability of the group.   
 
NATURE OF PARTICIPATION:   
You would need to engage in all activities and be able to commit to a total of about two hours 
and 30 minutes, broken into four sessions over four separate days (narrative, 30 minutes; paired 
interviews, 30 minutes; focus group, 1 hour; one on one interview, 30 minutes).  I will seek input 
from the group to make a plan that works with their schedules.  I anticipate conducting the data 
collection procedures between May 1, 2019 and June 30, 2019.  Once the study is finished, the 
results may be published in the Brandon University Journal of Graduate Studies in Education.  
The research will be presented as a thesis and defended at Brandon University.  I also plan to 
present the findings at academic conferences.  Information shared from the study will be done 
using pseudonyms to protect the privacy of the participants, the school and the school division.  
It is important for you to understand due to the educational community being small, participants 
and location might be identifiable through stories and recollections that are shared by 
participants. However, I am asking for you to share only stories of particularly positive 
relationships so I do not anticipate that this will create a vulnerability.    
 
You are under no obligation to participate.  If you choose to participate, you may choose to 
withdraw from the study at any time, as described below, without consequence.  You will receive 
regular communication from the researcher, Kelly Otto and faculty advisor, Dr. Jacqueline Kirk, 
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regarding the progress of the study.  Regular communication will provide you with information 
(including information on the right to have his/her shared data withdrawn from the research and 
the feasibility of doing so) about each step in the study.  Data collected through reciprocal 
participant interviews can be withdrawn up to the time that they check the transcript and confirm 
that their data can be used in the analysis of the study.  You are guaranteed the chance to review 
the transcript and will have one week to withdraw your participation before data analysis.  Focus 
group data will not be able to be withdrawn from the study because the collected data will be 
reflective of the group in its entirety.  Prior to beginning each stage of the study, you will have an 
opportunity to make a decision whether or not to continue participation.  Participating in this 
study is up to the individual teachers and principals of the school.  There are no incentives or 
repayments being offered to the participants.  You have the right to protect themselves legally 
should any research-related harm occur. 
 
DATA ANALYSIS: 
Once collected, the data will be organized, summarized and presented.  Participants will 
individually keep their free write stories to draw upon throughout the data collection process.  
The researcher will not be collecting the free-write narrative.  After the paired interview, audio 
data will be collected and transcribed for analysis by the researcher, Kelly Otto.  Following the 
focus group session, the researcher will collect each of the groups’ responses.  During the one-
on-one interview, the researcher will scribe the participants’ answers using pen and paper.  The 
collected data from each of the four separate collection sessions will be stored in a locked filing 
cabinet where only the researcher, Kelly Otto, is able to access.  Upon completion of each 
activity, the researcher, Kelly Otto, will write a reflection summary of emerging ideas/themes.  
The researcher, Kelly Otto, will present the findings to the group after each of the four individual 
data collection sessions and ask participants if they are seeing similar themes.  Upon completion 
of the data collection in its entirety, the researcher, Kelly Otto, will code the data, highlighting 
prevalent themes.  The researcher, Kelly Otto, will print out the transcripts of the data, 
mechanically cutting them apart and grouping together common themes.  Common themes will 
be determined by repetition of certain words, phrases, and participants’ ways of thinking that 
stand out leading the development of coding categories.  Beyond coding for common themes, the 
researcher, Kelly Otto, will look for areas of disagreement in the data and question what may 
have contributed to a disagreement in the findings.  The researcher, Kelly Otto, will identify 
unique features of the data, looking for areas that one person said and nobody else did.  The 
findings of the researcher, Kelly Otto, will be compared and contrasted to the findings of the 
current literature.  Links and connections will be made through finding themes of the data in 
addition to the literature.  All collected data will be destroyed by the researcher, Kelly Otto, two 
years after the completion of the data collection.  Data collected on paper will be shredded by the 
researcher.  Electronic data will be erased by the researcher.   
 
 
BENEFITS/RISKS OF THIS STUDY:   
The results of this study have the potential to contribute to current literature on appreciative 
leadership and positive principal-teacher relationships.  No minors or members of vulnerable 
populations are participating in this study.  There are no known risks or discomforts, physical, 
psychological, or social discomforts connected to this study.  There is a low risk of sharing 
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personal and/or sensitive information through discussion of personal relationships and emotional 
feelings.  There are no real, potential or perceived conflicts of interest on the part of the 
researcher, Kelly Otto or faculty advisor, Dr. Jacqueline Kirk, and their institution, Brandon 
University.  There is no possibility of the commercialization of the research findings.   
 
Prospective participants may contact Dr. Jacqueline Kirk of Brandon University via phone 204-
571-xxxx if there are questions regarding the scholarly aspects of the research.  Prospective 
participants may contact the Brandon University Research Ethics Committee (BUREC) via 
phone 204-727-9712 or email burec@brandonu.ca if there are questions regarding possible 
ethical issues in the research.   
 
CONFIDENTIALITY: 
No personal information will be collected.  The researcher, Kelly Otto and faculty advisor, Dr. 
Jacqueline Kirk, will have access to information collected about the identity of the participants.  
Collected data will be secured via electronic password and locked filing cabinet.  Your privacy 
and confidentiality of information will be protected.  Data will be used for coding purposes to 
establish common themes, discrepancies and omissions.  A duty to disclose information collected 
is not anticipated. Participants will take a pledge of confidentiality to ensure that information 
shared during focus group discussions is not shared outside of the discussion.   
 
If you have questions regarding this study, please contact Kelly Otto or Dr. Jacqueline Kirk.  If 
you agree to participate in this study, please complete the information within the box of the 
following page and email or mail back to the researcher, Kelly Otto.  The researcher, Kelly Otto, 
will contact the participants via email or phone to schedule the data collection sessions beginning 
with the narrative free-write.  Your signature indicates that you have read the information 








Kelly Otto    Dr. Jacqueline Kirk 
Researcher    Faculty Advisor 
Box 2xxx    270-18th Street 
Beausejour, MB  R0E 0C0  Brandon, MB R7A 6A9 
204-268-xxxx    204-571-xxxx 












I, __________________________, agree to give consent to participate in this study. 
 
Signature:  ________________________________________  Date:  ____________ 
 
Email:  _______________________________________  Phone:  ________________ 
 




1. Narrative free-write:    _____________________________ Date:  ____________ 
(participant’s signature) 
 
2. Paired interview:          _____________________________  Date:  ____________ 
(participant’s signature) 
 
Transcribed interview:  ____________________________ Date:  ____________ 
   (participant’s signature) 
 
3. Focus group:              _____________________________  Date:  ____________ 
(participant’s signature) 
 
4. One on one interview:  _____________________________ Date:  ____________ 
(participant’s signature) 
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Appendix G:  Email to Participants Outlining the Narrative Free-Write 




Thank you for agreeing to participate in this study focused on positive administrator-teacher 
relationships.  To begin the study, I would like to hear about a positive peak experience you have 
had in an administrator-teacher professional relationship.  Can you recall a time your 
administrator-teacher relationship was at its best?  What were the exceptional accomplishments 
that occurred during this time?  What gave life to the relationship to help it grow?  This peak in 
the relationship might have made life feel excellent.  You might have felt dedicated to the 
relationship and the task at hand.  Work was play.  Life was good. 
 
I am most interested in how you describe a peak experience related to administrator-teacher 
relationships.  A peak experience is described as a time of excellence, when the relationship was 
most alive and effective (Cooperrider, Whitney & Stavros, 2008).  With this in mind, please free-
write (jot notes are acceptable) for no longer than 30 minutes describing in detail an experience 
that met the characteristics of a peak experience regarding an administrator-teacher relationship. 
 
All information you share will be confidential and your privacy will be protected.  Throughout 
the research, anything you share will not be attributed to you. 
 
Try to address the following questions in your description: 
1. What circumstances led up to your peak experience? 
2. How would you describe your peak experience? 
3. What was going on?  (Think about in the school, with the students, teaching team etc.) 
4. Were other people involved in the peak experience relationship?  What role did the other 
people play in the experience?   
5. What was your role in the relationship? 
6. How did you feel during the peak experience? 
7. What happened after your peak experience? 
8. What other contributing factors were there that led to your peak experience? 
 
Please bring your narrative-free write to our first group session on (insert date).  At this session, 
you will share your narrative with a partner and participate in a paired interview to gather more 
details about each other’s experience.  I look forward to meeting you on (insert date) we will 




Kelly Otto, Researcher 
Box 2xxx, Beausejour, MB R0E 0C0 
204-268-xxxx, ottokd37@brandonu.ca 
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As a part of this study, you will be asked to participate in a focus group and answer structured 
and open-ended questions.  Throughout this study, your identity will be known to other 
participants.  The researcher, Kelly Otto, cannot guarantee that other participants will respect the 
confidentiality of the group.  Please do not share other people’s identities or responses from the 
focus group with others to maintain the anonymity of the participants outside of the focus group.   
 
Your signature below indicates that you understand the requirement to keep all comments made 
during the study confidential and to not discuss what happened during the study outside of the 
data collection sessions.   
 
 
I, ____________________________ agree to maintain confidentiality of information shared in 
this focus group.   
 
Signature:  _________________________________________ Date:  _________________ 
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Appendix I:  Paired Interview Questions  
During this phase, you will share your peak experience with a partner.  After each partner has 
had an opportunity to share, take turns interviewing one another through the following paired 
interview. 
 
Regarding research question #1:  How do teachers and administrators understand the 
development of symbiotic relationships between administrators and teachers? 
 
Focusing back to the peak experience you shared: 
 
1. Explain how that peak experience informed your knowledge about relationships.   
2. How did relationships develop during this high point of your career? 
3. Thinking back to this time, what did you most value in the relationships you fostered? 
4. During this peak time, what did you offer to the relationships? 
5. What do you think are the factors that give life to relationships? 
6. If you had three wishes of what is received in a working relationship, what would you 
wish for? 
 
Regarding research question #2:  How do interactions with administrators have personal 
impacts on surrounding teachers? 
 
Again, drawing back to the time shared in your peak experience, as you answer these questions, I 
want you to think about the strong relationships you were a part of. 
 
1. Thinking back to this time, explain how teacher interactions impacted the student body. 
2. During this time, describe the impacts of the relationship on the school culture. 
3. Thinking back to this time and the relationships going on around you describe how other 
teaching relationships had impacts on you. 
 
Regarding research question #3:  How do teachers and administrators understand the impact of 
emotional competence on relationship development? 
 
Thinking back to your peak experience, as you answer these questions I want you to think about 
the development of the strong relationships you were a part of. 
 
1. What do you think are the factors that compose emotional competence? 
2. Describe a time that contributed to shaping your emotional competence.   
3. During this peak experience, describe how emotional competence helped develop and 
strengthen the healthy relationships you experienced. 
4. Are there any additional thoughts or feelings that you would like to add? 
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Appendix J:  Focus Group Handout 
 (Cooperrider et al., 2008, p. 327) 
 
The goal is to create ideal future scenarios. 
The following activity can help create and visualize the discovery of the dream. 
 
Self-manage the process to include: 
- Discussion Leader:  Ensures that each person is heard and the group stays on task 
- Recorder:  Writes on the flip chart(s) to take notes 
- Timekeeper:  Gives time checks to ensure that the assignment is completed in the 
allotted time frame 
- Reporter:  Reports out to the full group 
 
Visualize the dreams you want from the themes of the research questions. 
What might be in the ideal situation? 
 
Theme 1:  How are symbiotic relationships between administrators and teachers developed? 
Theme 2:  What are the impacts of administrator-teacher relationships on other teachers? 
Theme 3:  What is the role of emotional competence in relationship development? 
 
Thinking back to your peak experience of a strong administrator-teacher relationship, for each 
theme ask yourself these questions: 
 
1. What is happening? 
2. How does this happen? 
3. What are the things that make this happen?  
4. What makes this dream (the vision) exciting? 
 
Capture each of the dreams in a narrative statement.  Use vivid language. 
Be positive and uplifting. 
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Appendix K:  One-on-One Interview Script 
 From the data collection process common themes, discrepancies and omissions have 
surfaced.  Some common themes include….. Some common discrepancies include….  Some 
areas that have been left out include….  This final stage of the data collection is a 30 minute one-
on-one interview where you will have the opportunity to brainstorm how the dream of ideal 
administrator-teacher professional relationships could be put into practice.  If you would like to 
continue participating in this study, I invite you to sign your informed consent form indicating 
so.  If you would like to withdraw from this study, you may do so now.  At this time, you may 
choose to withdraw your narrative free-write from the study. 
 
 From the data collection process, the following common themes have surfaced….  While 
you answer the following questions, I want you to think back to your narrative free-write, the 
paired interview, and the focus group and the vision of the ideal administrator-teacher 
relationship that has developed over these sessions.   
 
1. What is your vision of an ideal administrator-teacher relationship?   
What external factors contribute to the development of this relationship? 
In this dream relationship, what does the teacher offer?   
What does the administrator offer?   
What does the teacher receive in the relationship?   
What does the principal receive? 
What strategies might help a principal in developing the relationship you see in the 
dream?   
What strategies might help a teacher in developing the relationship you see in the dream?   
What targets/goals could be achieved as stepping stones along the way? 
 
2. In this dream relationship, how are other teachers positively impacted?   
 
 
3. To arrive at the ideal administrator-teacher relationship, what role do emotions play in 
relationship development? 
What internal factors contribute to the development of the ideal administrator-teacher 
relationship? 
How does an administrator’s awareness of emotion help the relationship develop? 
How does a teacher’s awareness of emotion help the relationship develop? 
 
This interview concludes the data collection sessions of this study.  Thank you again for 
participating.  The results of this study will be communicated to the superintendent (insert name) 
of your school division as well as to the principal, (insert name), of your school.  All collected 
data will be destroyed two years after the completion of this study.  If you have any further 
questions, feel free to contact me via phone 204-268-xxxx or email ottokd37@brandonu.ca.   
